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ABSTRACT 

 

The research study aims to investigate the ways in which conflict within a certain  

Technical and Vocational Education and Training (TVET) College in South Africa’s 

Mpumalanga Province can be effectively managed. Based on research discussed in 

this report, the selected College is seen as representative (i.e. a case study) of most 

TVET Colleges in Mpumalanga. Currently, this College’s students, lecturers, senior 

management team, and central office staff members are experiencing ongoing conflict 

on a variety of issues. Furthermore, the conflict management methods used by the 

College’s senior management team and junior staff members have failed to resolve 

these issues, resulting in mismanagement and poor productivity levels. 

 

The present study utilised a qualitative research approach, with a case study, 

supported by an interpretivist worldview. Purposeful sampling allowed for the 

collection of data from seven participants, based on their accessibility and interest in 

participating in the research. All participants engaged in semi-structured interviews for 

the study. Document analysis was done of the departmental policy guides utilised by 

the institution in Mpumalanga TVET Colleges. 

 

The study found that conflict on campuses like the one investigated was due to a 

number of contributing factors. It was determined that these contributing factors need 

to be managed in order for TVET campuses to be viable and achieve their objective 

of preparing students for the working world. With staff participation in College-

developed conflict management training and commitment to resolving conflict, 

together with proper direction from DHET policies, conflict within this environment can 

be effectively managed. 

 

Key Terms: Conflict; Conflict Management; DHET; Technical and Vocational 

Education and Training College; Workplace 
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CHAPTER 1 

ORIENTATION TO THE STUDY 

1.1 INTRODUCTION AND BACKGROUND OF THE STUDY 

 

The present study looks at conflict management in the workplace – specifically, at a 

certain Technical Vocational Education and Training (TVET) College in South Africa’s 

Mpumalanga Province. South Africa established TVET Colleges in 2002 in terms of 

the FET Act of 1998, which was laid out with the advent of newly established 

democratic governance in the country. TVET Colleges focus on the study of 

innovations and related sciences to develop in students the aptitudes, views, 

knowledge, and information needed to work in these fields. They prepare students for 

employment in various fields in both the commercial and civil sectors (Quisumbing, 

2005). TVET College students include high school graduates, secondary school 

leavers, and College undergraduates and graduates interested to further their studies 

in various occupational fields. TVET Colleges are as vulnerable to conflict as any other 

institution, as students and staff navigate numerous group activities on a daily basis. 

Thus, in order for TVET Colleges to function effectively, conflict management must be 

in place. 

 

Conflict management involves developing the necessary strategies and 

communication skills to resolve conflict. This includes enhancing all parties’ self-

awareness and establishing a structure for managing conflict in the work environment 

(Chand, 2015). Effective conflict management creates a supportive working 

environment, conducive to productivity (Bano, Ashraf & Zia, 2013). When an 

organisation experiences conflict, effective conflict management is important (Van de 

Vliert, 1997). All workers within an organisation ought to have the ability and the means 

to reduce conflict and resolve issues caused by conflict (Chand, 2015).  

 

The term “conflict management” does not simply imply avoidance, reduction or 

termination of conflict. It involves the development and implementation of effective 

strategies to eliminate the negative aspects of conflict and enhance the constructive 

elements thereof, in order to improve learning and workplace functioning (Rahim, 

2002). Conflict management strategies should be employed before conflict becomes 
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a major problem for the performance of any institution. It is the assumption of this study 

that effective conflict management would minimise the escalation of conflict within the 

TVET College investigated. It would create a safe, supportive environment, more 

conducive to teaching and learning. Conflict management would encourage better 

decision-making on the part of College management, lecturers and students and this 

would improve College effectiveness. 

Workplace conflict is both unavoidable and far-reaching. Conflict management 

becomes an international issue when people of different nationalities work together  

and their varying cultures, opinions, beliefs and values seem to be at odds (Mujtaba, 

2015). Globalisation has increased migration, as people seek to develop themselves, 

look for better market opportunities, and find new challenges in other countries. The  

mix of cultures in the workplace is now more diverse than ever, which presents new 

potential for conflict and has led to an increased need for conflict management 

strategies. In East Asia, for example, conflict management strategies are used to foster 

harmony and promote teamwork and productivity in the workplace (Knutson, Hwang 

& Deng, 2000). 

 

According to Makaye and Ndofirepi (2012), the management teams at progressive 

TVET Colleges should learn to lead and manage their subordinates effectively. They 

add that conflict management is the responsibility of all staff members involved in any 

given conflict situation. In any organisation, the ideal is to manage conflict in a peaceful 

manner. As in other TVET Colleges, the challenge of sharing limited resources (e.g. 

computer laboratories) is among the burning issues at the TVET College selected for 

this study. College management uses various solutions to handle the resultant conflict. 

For example, different groups of students use the resources on alternating days of the 

week. Such strategies reduce the challenges that lecturers and students face. Different 

management styles should be used in order to manage conflict (Bano et al., 2013). 

Policies and guidelines for the management of conflict should always be in place so 

that, when conflict arises, managers are equipped to handle it effectively. 
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1.2 RATIONALE FOR THE STUDY 

 

As mentioned, the purpose of this study is to explore conflict management in the 

workplace in general and, more specifically, at a selected TVET College. Ineffective 

conflict management may lead to decreased productivity in TVET Colleges. Conflict 

management techniques can be used to handle grievances and find solutions to 

problems. Conflict management strategies should be put in place to resolve conflict 

effectively in order to improve staff and student performance at the selected College. 

 

According to Ramani and Zhimin (2010), conflict management may include listening 

to and providing opportunities to address the needs and interests of all parties and 

finding the best solution for the problem. They further argue that policies should be put 

in place in order to provide guidance for how conflict situations in TVET Colleges 

should be managed. Tshabalala and Mapolisa (2013) and Ramani and Zhimin (2010) 

explained that different mechanisms – such as negotiation, collective bargaining, and 

mediation – have been developed to manage conflict. 

 

Other researchers, such as Jones and George (2014), argue that, in order for an 

organisation to be successful, its management team should learn how to lead and 

manage conflict. Ethical values and performance should be developed by upper 

management to make the best use of the organisation’s employees. Upper-level 

managers must have the necessary skills to approach and resolve different conflict 

scenarios effectively (Makaye & Ndofirepi, 2012). Managers must be able to use a 

variety of conflict management techniques. It is in light of these factors that the 

researcher was inspired to explore the management of workplace conflict within the 

selected TVET College. 

 

According to reports from the management team at the selected College, the institution 

is experiencing unacceptably high levels of conflict. The conflict has a variety of 

sources, including the need to share limited resources, cultural diversity, poor 

communication between managers and employees, and competition for career 

opportunities. Senior managers spend more time resolving conflict instead of 

furthering the goals of the institution. After observing this conflict within this College, 
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the researcher decided to focus her study on conflict management in this institution. 

In conducting this study, she has endeavoured to assist the College management 

team in improving working conditions for all stakeholders. It is her belief that effective 

conflict management would improve the College’s overall performance. 

 

1.3 THE PROBLEM STATEMENT 

 

It is of the utmost importance to know and understand different types of conflict that 

stakeholders are experiencing in the College in question. Gibson, Ivancevich and 

Donnelly (1994) assert that conflict in the workplace can have both negative and 

positive influences on performance, depending on the type of conflict and how 

managers deal with it. Significantly, conflict can be either constructive or destructive 

and both types are experienced within the selected College. Constructive conflict 

enables institutions to perform successfully, while destructive conflict causes chaos 

that can threaten the functioning of the institution and hinder group performance.  

 

Furthermore, conflict may occur on an interpersonal or inter-group level. Interpersonal 

conflict occurs when individuals have contradictory goals and needs and are 

competing for resources and benefits (like promotions or work assignments) in the 

workplace (Kipruto & Kipkemboi, 2013). Inter-group conflict happens between 

departments or between managers and subordinates, particularly during attempts to 

implement policy. Each group sees the other as an enemy and this sours relationships 

within the organisation (Ramani & Zhimin, 2010). The study discussed all types of 

conflict as employees in selected TVET College are faced with different types of 

conflict not one. 

 

It is important to determine the causes of conflict before attempting to manage and 

resolve it (Havenga, 2002). The sources of conflict may be internal or external. Conflict 

emanating from within an institution – for example, friction over opposing interests 

between employees – has an internal source. In contrast, conflict that comes from 

outside an institution has an external source (Fajana, 2000). Conflict can also be the 

result of both structural and personal factors. For example, some of the conflict 

experienced within the selected TVET College is resultant of employees’ insufficient 
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understanding of each other’s responsibilities and work specialisations. Demand for 

limited common resources, differing goals, interdependence, and attitudes toward 

roles and expectations also cause conflict. Mayer (2000) argues that knowledge and 

understanding of the cause of the problem provides guidance toward the best means 

to resolve it. Being aware of the different causes of conflict and how to manage them 

will enable managers or supervisors to better handle whatever conflict they encounter 

at any given time. 

 

Among the factors that may cause conflict within TVET Colleges is the newly 

introduced curriculum. Most of the lecturers working in the selected College do not 

have the vocational skills required to teach this curriculum to students. Because they 

are only qualified as school educators (DHET, 2013), they are struggling to take on 

new subjects with complex content. This problem results in high staff turnover and 

increasing student dropout and failure rates. Lecturers’ heavy workload and insufficient 

resources also interfere with the process of teaching and learning. There is also much 

administrative work to be done at the College; in addition to teaching, lecturers have 

to do daily preparations and filing. This large workload is a cause of great frustration 

among lecturers.  

 

National Certificate Vocational (NCV) students have to complete seven subjects – four 

vocational and three fundamental (DHET, 2018). Vocational subjects are new, 

complex and frustrating to them because they are not part of the secondary school 

syllabus. Online learning is also a challenge to students and lecturers because 

students may not be able to afford data for internet access. Moreover, there are not 

enough smart boards, overhead projectors, camera scanners, and other necessary 

technological equipment to serve the needs of all students and lecturers adequately. 

It is vital to the effective functioning of any organisation that the various stakeholders 

– with their differing ideas, opinions and perspectives – learn to work together. 

Effective conflict management is required in order for this to take place. 

 

According to Asa (2015), conflict management benefits an organisation because it 

promotes healthy relationships between management, junior staff members, and 

students. Jung and Yoon (2018) add that conflict management increases productivity 
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and decreases aggression, thus minimising the risk of violence and sabotage amongst 

staff members. When conflict is ignored, everyone in the organisation is affected, as 

the conflict continues to harm management, lecturers and students alike. Unhappy 

employees are less productive and absent more frequently and are more likely to 

resign their posts. Unresolved conflict may even lead frustrated parties to become 

violent with one another, resulting in an unsafe work environment and further 

decreases in productivity (Asa, 2015). It is clear that unmanaged conflict decreases 

the productivity of management, lecturers and students in TVET Colleges. There are 

several possible ways to manage conflict in any situation. These include passive 

aggression, avoiding, compromising, collaborating, forcing and accommodating 

(Robinson, 2010). When conflict is managed in a positive way, it becomes easy to 

resolve and manage issues at any organisation, including TVET Colleges. 

 

There is much existing research on the subject of workplace conflict management. My 

study with focus on the conflict management in the selected TVET College of 

Mpumalanga Province. The study addresses types and levels of conflict; causes of 

conflict and conflict management. The study did not address the impact of conflict 

within the organisation. Amongst others, Muganza (2014) has researched the causes 

and impacts of workplace conflict, while Fasil (2013) has studied the factors leading to 

workplace conflict management and its outcome within an organisation (Wonji/Shoa 

Sugar Factory). Similarly, Shanka et al. (2018) have researched conflict management 

and resolution strategies between teachers and school leaders in primary schools of 

the Wolaita Zone in Ethiopia. Meanwhile, Mulatu’s (2007) assessment of conflict 

management practice at Adams University College reveals the major sources of 

conflict within the institution as well as College employees’ attitudes towards conflict. 

 

1.4 THE RESEARCH QUESTION 

 

With the above discussion in mind, the problem statement for this study can now be 

rephrased as the main research question: 

How can conflict within a TVET College in Mpumalanga Province be managed? 

This main research question is underpinned by four sub-questions: 
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• What types of conflict are experienced by stakeholders within the selected 

TVET College? 

• What are the primary causes of conflict within the College? 

• Why is it important for College management to address this conflict effectively? 

• What methods of conflict management have already been employed at the 

College? 

 

1.5 AIM AND OBJECTIVES OF THE STUDY 

 

The main aim of this study is to investigate how conflict within TVET College in 

Mpumalanga can bemanaged. This main aim is supported by the following objectives: 

 

1.5.1 To identify the types of conflict that are experienced by various stakeholders 

within the selected TVET College. 

1.5.2 To determine the main causes of conflict within the College. 

1.5.3 To establish why it is important for College management to address conflict. 

1.5.4 To determine the ways in which the College’s management team has attempted 

to resolve conflict. 

 

1.6 RESEARCH METHODOLOGY 

 

Research methodology is defined as the study of the procedures employed to answer 

a research question, in this case: How can conflict within a TVET College in 

Mpumalanga Province be managed? This methodology includes the research 

design, research approach, population and sampling, data-collection procedures, and 

data analysis and presentation used in the study. 

 

1.6.1 Research Design 

 

As Babbie and Mouton (2008) explain, the term “research design” refers to the 

researcher’s plan for conducting a particular research project. The research design 

helps the researcher achieve the objectives of the study (Vosloo, 2014). It outlines a 

clear system to inform research strategies and choices and creates a framework for 

the interpretation of research findings. This assists researchers in planning how they 
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will conduct research and what resources they will need. This research study is 

explanatory in that it unpacks the various aspects of the case study and seeks to make 

clear why the situation is as it is. The research type utilised within this research design 

is a case study. Case studies enable the researcher to analyse the data collected 

within a specific context (Zaidah, 2003). Case studies provide detailed information 

about what needs to be researched and also provide an opportunity for creative 

exploration of the topic. 

 

 According to Cohen, Manion and Morrison (2011), participants’ behaviour within a 

case study reflects the problems they experience. In light of these factors, a case study 

was identified as a fitting means by which to explore the incidence of conflict within the 

selected TVET College. This has provided the researcher with an effective means by 

which to analyse the data collected. 

 

1.6.2 Research Approach 

 

In all research, the choice of the approach to be used depends on the nature of the 

subject under investigation. This study will be mainly qualitative in nature. McMillan 

and Schumacher (2010: 23) describe qualitative approaches as “those that [collect] 

data on naturally occurring phenomena”. They also explain that data collected by 

qualitative means take the form of words rather than numbers (quantitative). The 

method enables the researcher to use various strategies until more data is obtained. 

The study concentrates on analysing data, collected from selected staff members, 

concerning conflict management within a certain TVET College in 

South Africa’s Mpumalanga Province. 

 

Qualitative research emphasises those aspects of life that cannot be assessed in 

terms of class or number (Denzin & Lincoln, 2000). It is founded on a natural human 

interest in how and why people and communities behave the way they do. Qualitative 

research seeks to explore this behaviour not in isolation but within the actual settings 

of people’s everyday lives. It is used to explain phenomena in terms of individual 

experiences and understandings (Denzin & Lincoln, 2000). Because qualitative 

research is organic, it is easily adaptable to the subject matter under investigation. It 

is used to explain the phenomena in terms of what people understand (Denzin & 
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Lincoln, 2000). As such, qualitative research is a powerful research approach that 

helps the researcher to discover new information and acquire improved knowledge 

and understanding in order to investigate new theories more thoroughly. 

 

According to Creswell (2013), qualitative research is defined by the following elements: 

 

• A natural environment (natural setting): The researcher has the opportunity to 

collect data from participants’ actual environments (in this study, the work 

setting where the conflict in question is taking place). Researchers collect data 

directly from the participants without interrupting their work activities. 

• Researcher as key instrument: The researcher has the chance to collect data 

by conducting direct interviews, performing direct observation, and obtaining 

relevant documentation from the participants. 

• Multiple sources of data: Data are not collected from a single source, but from 

various sources via interviews, documentation and observation. 

• Inductive data analysis: Researchers are able to build their own themes, 

patterns and categories from different data to develop comprehensive 

conclusions. 

• Participants’ meaning: The researcher depends on the information about the 

research problem provided by participants and not on that discussed by other 

researchers in existing literature. 

• Design that evolves: Qualitative research is always dynamic. This means that 

the initial research plan may change when the researcher goes into the field to 

collect data. 

• Theoretical perspective: Qualitative research often considers subjective 

perspectives related to culture, race, religion, gender, and ethnography. 

• Interpretive: The researcher is able to interpret the information provided by 

participants understanding thereof. 

• Holistic: Qualitative research provides an overall explanation of the problem as 

it stands. 

 

There are numerous benefits to using qualitative research approaches and methods. 

They provide comprehensive insights into participants’ feelings, opinions, 
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experiences, and interpretations of their own actions (Denzin, 1989). Furthermore, 

using qualitative research, the researcher is able to obtain greater knowledge of 

matters that inform the design, administration and interpretation of the problem 

(Chalhoub-Deville & Deville, 2008). As Denzin and Lincoln (2002) explain, qualitative 

research is an interdisciplinary approach that considers a wide range of 

epistemological information, research methods, and interpretive tools for 

understanding human experiences. This approach enables the researcher to 

understand different participants’ voices, meanings and experiences. 

 

Knowledge obtained in this manner reveals what different events mean to those 

involved in them (Richardson, 2012). It enables the researcher to learn how 

participants make sense of their experiences through and within their cultural contexts 

(Corbin & Strauss, 2008). Qualitative research uses unstructured interviews, direct 

observation, and records (documents) to collect data. Researchers interact with the 

participants while collecting data through interviews and more data are collected as 

the information is obtained from these sources (Cohen, Manion & Morrison, 2000). 

This interaction may include face-to-face and/or telephonic interviews. (Rumsey, 

Thiessen, Buchan & Daly, 2016) 

 

1.6.3 Population and Sampling 

 

In research, the term “population” refers to the total number of all the objects and 

members that fulfil a set of specifications (Polit & Hungler, 1995). Although 

Mpumalanga has three TVET Colleges, this study only concentrates on one of them. 

This TVET College thus makes up the population of the study. The selected College 

has six academic and two skills campuses. As this College is regarded as the best 

performing among the 50 public TVET Colleges in South Africa, a study of its conflict 

management strategies and their efficacy is of particular interest. This fact is the 

primary basis of the researcher’s decision to focus her research on this College 

specifically. 

 

As prospective participants openly discussed the situation at their College and showed 

interest in taking part in the study, it was easy for the researcher to select and recruit 

them. The researcher used purposeful sampling to select participants from the College 
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for the study. With purposeful sampling, the researcher chooses participants based on 

their ability to provide the most useful information for the research (McMillan & 

Schumacher, 2010). Thus, the researcher recognised that those who most experience 

conflict within the College would best meet the requirements of the study and 

participants were selected accordingly. The selected College’s staff members include 

a chief executive officer (CEO), two deputy executive officers (one academic and one 

corporate), a human resources manager, a curriculum manager(CM), and a campus 

manager, as well as several heads of department (HODs), education specialists (ESs), 

lecturers, and support staff. From this, the researcher selected the sample, which 

included the CM, one HOD, two ESs, and three lecturers. The total number of 

participants was therefore seven. 

 

1.6.4 Data Collection 

 

The research instrument for this study took the form of semi-structured interviews, as 

this was identified as the ideal data-collection strategy for the setting. In semi 

structured interviews, the researcher can ask follow-up questions to explore further 

answers to initial questions. Such interviews combine open- and closed-ended 

questions (Gill, Stewart, Treasure & Chadwick, 2008). One of their benefits is that they 

elicit detailed information about research questions. Participants can supply rich 

descriptions of their experiences and perspectives (DiCicco-Bloom & Crabtree, 2006; 

Lambert & Loiselle, 2008). The open-ended questions of semi-structured interviews 

allow for in-depth responses (Ryan& Will, 2009).  

 

The researcher can control the flow of primary data collection and has opportunities to 

clarify certain issues during the process, if the need arises. For these reasons, the 

researcher identified the semi structured interview as the ideal data collection 

instrument for this particular study. This type of interview gave participants time to 

respond to the questions fully and better express themselves, thus offering more 

relevant data. The caveat to this is that participants’ responses may be biased and can 

thus compromise the validity of findings (Engel & Schutt, 2016). The researcher 

therefore took care not to attribute undue authority to participants’ perspectives. The 

researcher also heeded the advice of Connaway and Powell (2010) and Engel and 

Schutt (2016) in creating a friendly, non-threatening atmosphere when using 
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interviews to collect data. As part of this, the researcher provided clarity on what the 

research was all about; indicated the importance of participation in the study, and 

assured participants that their involvement would remain confidential (Connaway & 

Powell, 2010). 

 

1.6.5 Qualitative Data Analysis and Presentation 

Tables and charts have been used to present data in order for the information to be 

clearly understood. Researchers use data analysis to interrogate end results where 

these require further explanation (Burns & Grove, 2003). Data analysis converts 

participants’ answers into quality, transferable information, from which conclusions 

can be drawn (Ader, Gideon & David, 2008). 

 

O’Connor and Gibson (2003) outline the following steps to analyse data qualitatively: 

 

• Organising the data: 

Data must be analysed in order to be meaningful. Data must be arranged in a 

logical and orderly manner; this will help subsequent researchers to locate it. 

• Finding and organising ideas and concepts: 

The researcher should make notes of all participant responses. This will ensure 

that all information can be accurately recalled later on. 

• Building overarching themes in the data: 

The researcher must be familiar with her data, as this will enable her to develop 

meaningful themes. 

• Ensuring reliability and validity in data analysis and findings: 

The researcher must ensure that data collected are accurate and consistent 

before analysing them. Valid and reliable information assists in correct data 

analysis. Participants must be reliable throughout the interview process in order 

for the data to be accurate. 

• Finding possible explanations for the findings: 

After each interview, it is important to find out if the expected findings have been 

obtained. The researcher must check to see if the results are relevant to the 

questions asked. It is also important to know why these answers emerged and the 

implications thereof form an important part of the final report. 

• An overview of the final steps: 



 

 

13 

It is important to know the implications of the study and findings for the community. 

The researcher must know why participants behave as they do within the context 

of their communities. 

In the present study, data analysis focused on identifying the causes of conflict, types 

of conflict and conflict management within the selected TVET College. The main 

purpose of collecting said data was to find answers to the aforementioned research 

questions regarding conflict and its causes at the College. The data collected are now 

stored electronically on the researcher’s computer and backed up on both a universal 

serial bus (USB) and as hard copy. All electronic records are password protected. 

These data are presented as verbatim quotes from participants in this document. 

1.7 TRUSTWORTHINESS OF THE STUDY 

 

Trustworthiness is one of the measures of the quality of a study and its interpretation 

(Nieuwenhuis, 2016). The qualitative researcher must take care to reflect information 

truthfully (Patton, 1990; Lincoln & Guba, 1986). As such, this researcher has employed 

various measures to ensure the trustworthiness and reliability of this study. Firstly, the 

researcher has ensured that accurate information underpinned the questions asked 

during the study. Secondly, audio recordings of interviews were made wherever 

possible and data took the form of participants’ exact words. Thirdly, the researcher 

ensured data reliability by taking extensive notes during data collection. The four 

essential components of trustworthiness – credibility, transferability, dependability and 

confirmability (Devault, Karolak, Lévi, Rousis, Zuccato & Castiglioni, 2018) – will be 

discussed in Chapter 3. 

 

1.8 ETHICAL CONSIDERATIONS 

 

The consideration of ethical principles is imperative when one conducts a research 

study. Research ethics relates primarily to the relationship between researchers and 

research participants. In a qualitative study, maintaining ethical standards is especially 

important and challenging. This is because the qualitative researcher has to become 

very well acquainted with participants in order truly to understand their strengths and 

weaknesses and interpret their experiences (Silverman, 2000). As a result, the 
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researcher has a responsibility to practise confidentiality and respect participants’ 

privacy. She must reassure participants that it will be impossible for their testimonies 

to be traced back to them by anyone other than the researcher (McMillan & 

Schumacher, 2010). As part of this, the researcher must store all data, be it 

electronically or in hard copy, securely. 

 

Accordingly, the researcher has gone to great lengths to conduct this research project 

ethically, particularly with regard to preserving participants’ anonymity. To begin with, 

the researcher obtained clearance from the University of South Africa College of 

Education Ethics Review Committee before commencing with the research (see 

Appendix A). Then, before initiating participant interviews and observation, the 

researcher introduced herself to all participants. She carefully explained the nature of 

the research and made it clear that their participation was voluntary, not mandatory. 

The researcher took care to emphasise that they were free to withdraw from the study 

at any time. She assured them that their names and identities would never be 

disclosed without their consent. Finally, the researcher made it clear to participants 

that the information shared would not be used to harm or embarrass them or disrupt 

their lives. 

 

1.9 LIMITATIONS OF THE STUDY 

 

This research project focuses on how conflict within TVET College in Mpumalanga can 

be managed. This means that it is limited to this particular College. Thus, this limits 

the transferability of findings, which may not necessarily correlate with existing 

research on other specific TVET Colleges or TVET Colleges in general. Although other 

Colleges may experience similar problems, it cannot be assumed that these are 

identical to those identified in the present study of one particular College. Therefore, 

any generalisations based on study findings must be approached with caution. 

Moreover, although it was the researcher’s initial aim to collect data from all of the 

employees at the selected TVET College, this was not possible due to practical 

constraints. Ultimately, only those employees who had experienced conflict directly 

were interviewed about the causes of conflict in their workplace and this necessarily 

limits the transferability of the research. Another limitation is that only staff members 
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and no students were interviewed, despite the fact that they are key role players in the 

organisation and just as vulnerable to the consequences of conflict as any staff 

member. 

 

1.10 PLANNING OF THE STUDY 

 

Chapter 1 of this dissertation provides a necessary description of and insights 

regarding the field of study as well as the issues that need to be addressed. As part of 

this, the chapter explains the rationale, the problem statement, research question, and 

aim and objectives of the study. The chapter also introduces the technical aspects of 

the research, including the research methodology, trustworthiness, ethical 

considerations, limitations, planning, all of which are further discussed in Chapter 3. 

 

Chapter 2’s purpose is to unpack the prevailing theories of conflict management as 

well as the existing literature on the topic of conflict management in the workplace in 

general and in TVET Colleges specifically. As part of this, it considers the general 

impact of conflict on workers within the institution and how this influences their work 

performance. The chapter further discusses how the diverse causes of conflict 

management in TVET Colleges can be managed and how vital this would be to 

improving the performance of these institutions overall. 

 

Chapter 3 goes into greater detail regarding the research methodology introduced in 

Chapter 1. This includes descriptions and explanations of the research approach, 

research design, population and sampling, data-collection instruments and process, 

data analysis and presentation, trustworthiness of the research, and ethical 

considerations of the study. 

 

Chapter 4 presents, interprets and analyses the data collected from participant 

interviews and observation. The data are presented in the form of direct participant 

quotations, graphs, pie charts, and tables. 

Chapter 5 summarises the study’s major findings and the implications thereof. It also 

offers certain recommendations based on these findings, reviews the limitations of the 
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study, and makes recommendations for further research on the topic in question. The 

chapter concludes with a brief summary and some final thoughts. 

 

1.11 DEFINING THE KEY TERMS OF THE STUDY 

 

1.11.1 Conflict Management 

 

Simply put, conflict occurs when two or more parties in a shared situation disagree 

about something based on their opinions, needs, or goals (Masters  & Albright, 2002). 

Conflict also often occurs because the parties involved have differing ideas about 

which methods to use to accomplish shared goals (Laton, 2008). Whether this conflict 

is genuine or only imagined, it is upsetting for those whom experience it. Conflict in the 

workplace involves disagreement between colleagues, and between workers and their 

supervisors (Afzalur, 1984). Because all parties have their roles to play in the situation, 

mutual efforts must be made toward the resolution of conflict. 

 

In order to be successful, all organisations need to be able to keep conflict to a 

minimum. Conflict management is the practice of resolving and managing conflict 

effectively (McKinney, 2013). It includes the development of aptitudes related to 

conflict resolution and effective communication. Conflict management is an ongoing 

process and it only removes barriers to agreement between conflicting parties. 

Interestingly, conflict can actually be beneficial in the workplace. When it is 

constructive, it serves as a wake-up call to everyone involved that theirs are not the 

only opinions that matter and, when it is properly managed, it allows a greater variety 

of ideas to emerge. In the workplace, conflict management brings peace to all 

employees in the institution. Chapter 2 will explore the different types of conflict and 

the various theories about how to manage them. As this dissertation will show, conflict 

management within the selected TVET College is vital to the improvement of the 

institution’s performance. 
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1.11.2 Technical Vocational Education and Training (TVET) 

 

Technical Vocational Education and Training (TVET) is a mode of instruction that 

focuses on the study of innovations and identical sciences, and the development of 

the aptitudes, views, knowledge and information needed to prepare students for 

employment in various related fields in both the commercial and civil sectors 

(UNESCO & ILO, 2001). It is a worldwide instructive term that is connected to certain 

post-school educational institutes. TVET aims to equip students with practical skills, 

technological knowhow, and relevant subject matter expertise, as well as an 

understanding of community members and their attitudes in different aspects of social 

and economic life (Williams, 2021). 

 

1.11.3 Mpumalanga Province 

 

Mpumalanga is one of South Africa’s nine provinces. The Zulu word, Mpumalanga 

means “place where the sun rises”. This province is in the eastern part of South Africa 

and shares borders with two other African countries – Mozambique and the Kingdom 

of eSwatini (Swaziland) (Khwidzhili & Worth, 2020). Mpumalanga also borders on 

South Africa’s Limpopo (to the north), Gauteng (to the West), Free State (to the south 

west), and Kwa-Zulu Natal (to the south) provinces. Mpumalanga has four local 

districts – Bohlabela, Nkangala, Gert Sibande, and Enhlanzeni. The province is further 

sub-divided into 17 local municipalities. These municipalities include Albert Luthuli , 

Depaliseng, Govan Mbeki, Lekwa, Mkhondo, Msukalikwa, Pixley ka Seme, Delmas, 

Dr JS Moroka, Emalahleni, Highlands, Steve Tshwete, Thembisile Hani, 

Bushbuckridge, Nkomazi, Thaba Chweu, and Mbombela. 

 

1.12 CONCLUSION 

 

This research study sought to explore conflict management within a certain TVET 

College in South Africa’s Mpumalanga Province. The researcher collected data by 

interviewing members of the College’s senior management team as well as junior staff 

members about conflict management in their place of work. Semi-structured interviews 

were used for this purpose. 
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The next chapter, the literature review, will focus on what other researchers have  

already unearthed about conflict management in various learning institutions. It will 

also review the various types of conflict and theories of conflict management. 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 INTRODUCTION 

 

The previous chapter indicated both the problem statement and the aims and 

objectives of the research study. With this information in mind, the current chapter 

assesses the existing literature on conflict and conflict management, in consideration 

of the situation within the selected TVET College. 

 

A literature review should analyse previous research and existing theory on the topic 

in question to provide theoretical context and motivation for the study (Johnson & 

Christensen, 2008; Suter, 2012; McMillan & Schumacher, 2010). This is also done to 

identify gaps in current knowledge in the field and avoid unnecessary repetition 

(Phorabatho, 2013). The present study identifies the general causes and types of 

conflict that exist, as well as how conflict within a particular TVET College in 

Mpumalanga Province can be managed. As such, the literature review should properly 

orientate the problem that is being investigated toward said prior research and existing 

theory. Ultimately, the literature review reveals that the researcher is well informed 

regarding key concepts and theories related to the study (Vinz, 2015). 

 

As such, Chapter 2 reveals the different types of conflict that must be identified and 

the sources and causes of conflict, as well as the various levels, stages and theories 

of conflict, as they relate to the College under investigation. The chapter also 

discusses the strategies and techniques that must be used to manage and resolve 

conflict in the workplace. In summary, the literature review informs the research by 

unpacking existing information on the topic of workplace conflict, particularly within the 

context of teaching and learning institutions. 
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2.2 CAUSES OF CONFLICT IN THE WORKPLACE 

 

It is the researcher’s claim that conflict within the selected TVET College can be 

managed if its causes are clarified and the best solutions are found by which to protect 

all of the parties involved. As Havenga (2002) asserts, trying to manage conflict without 

identifying the cause is pointless. This understanding is needed for effective 

management and to prevent conflict from recurring. 

 

In any institution, managers must have a clear understanding of the many potential 

causes of conflict before attempting to resolve it (Tonder, 2008). According to 

numerous authors (Tonder, 2008; Hart, 2001;Kissi, E., Ahadzie, D.K., Debrah, C. and 

Adjei-Kumi, T., 2020)causes of conflict within any organisation can vary greatly. 

Limited resources for training, a lack of communication, competition, abuse of power 

by those in authority positions, dissatisfaction over salaries, vague instructions from 

top managers to lower management, unclear expectations, extreme behaviour 

regulation, and cultural differences are all possible causes of conflict (Arops & Beye, 

1997; Hovtepo Assokere, Abdul-Azeez, & Ajemunighbohun, 2010). 

 

The following are all causes of conflict uncovered by the researcher’s investigation of 

the selected TVET College: 

 

2.2.1 Limited Resources 

 

At TVET Colleges, students acquire practical knowledge and hands-on experience in 

addition to receiving theoretical instruction in their chosen field of specialisation. In 

order for this to take place, certain assets need to be in place. Such assets may be 

physical or human. Physical assets can include classrooms, computer research 

facilities, office space, assembly rooms, or office supplies, among others. Human 

assets can include office support or help from colleagues, among others. In any 

organisation, when assets are scarce or when many workers depend on constrained 

assets to perform their day-to-day activities, conflict can occur (Hart, 2001). In addition 

to triggering conflict, resource insufficiency can increase employee workloads, 

resulting in fatigue, demotivation and underperformance (Linda, 2017). 
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The training facilities and materials available at the selected TVET College are 

insufficient to serve the needs of all students and lecturers. The resultant conflict is 

very similar to that currently experienced in Ghanaian TVET Colleges, which can thus 

serve as a point of reference for the present study. Deficiencies in the following areas 

are leading to significant conflict within TVET Colleges in Ghana: 

 

• The number of existing technical training institutions; 

• Facilities and materials for training students; 

• Technically trained teachers or facilitators; 

• Institutions for technical teacher training;  

• Career progression opportunities. 

 

As a result, lecturers must grapple with a heavier workload while attempting to share 

limited resources. Added to this workload is that fact that there is a great deal of 

administrative work involved in the functioning of a TVET College; lecturers have to do 

daily preparations and filing in addition to teaching. This significantly impairs the 

process of teaching and learning and is a major cause of frustration. Online learning, 

meanwhile, presents an additional challenge to students and lecturers due to the 

limited availability and high cost of internet connectivity and the insufficient supply of 

necessary technological equipment, such as smart boards, overhead projectors, and 

camera scanners. Moreover, there are not enough teachers with the proper training in 

vocational subjects to supply the demand, as discussed below. 

 

2.2.2 Lack of TVET Qualifications 

 

National Certificate Vocational (NCV) students have to complete four vocational 

subjects, in addition to three fundamental subjects (DHET, 2018). The lecturers 

teaching vocational subjects are frustrated because these new and complex subjects 

were not included in their secondary syllabus training. In fact, most of the lecturers 

employed at the selected TVET College do not have the necessary skills required to 

teach vocational subjects – they have never actually worked in the industries about 

which they teach (Amedorme & Fiagbe, 2013) and only have school educator 

qualifications (DHET, 2013). As a result, they are unable to teach these subjects to 
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their students properly. Ultimately, this leads to increases in staff turnover and higher 

student dropout and failure rates. 

 

TVET Colleges should employ specialised lecturers, who have the requisite vocational 

skills and knowledge and develop skills to the unqualified lecturers for them to be 

productive (Amedorme & Fiagbe, 2013). Rahim (2001) suggests that an organisation’s 

management teams ought to include enthusiastic individuals who possess the 

necessary knowledge and qualities to provide solutions to common issues in order to 

manage conflict and achieve organisational objectives. 

 

2.2.3 Diversity 

 

Conflicting individual beliefs are another cause of conflict within the selected TVET 

College and this relates to the matter of diversity. As Hart (2001) points out, suspicion 

and gossip are fuelled by discrimination within the workplace. As with other 

organisations and institutions, TVET Colleges are populated by individuals from 

unique and varying social backgrounds and this can lead to segregation among 

employees. It is important to acknowledge and respect difference within the work 

environment whilst ensuring that employees are able to work well as a group. This is 

especially important at this time, as the global workplace grows progressively more 

diverse. Diversity-related sources of conflict within the College include differences in 

age, social norms, sexual orientation, morals, and values. In any organisation, 

dedicated and loyal existing staff members are sometimes offended by the stance of 

an ambitious newly appointed staff member, who sees the work environment as an 

avenue for new opportunities to gain experience and achieve career goals (Auerbach 

& Dolan, 1997). 

 

In TVET Colleges, as in any other organisation, colleagues will inevitably differ, at least 

to some extent, on issues of importance to them. If proper care is not taken, these 

differences can lead to conflict, which adversely affects workers and their performance 

as well as the efficiency of the organisation as a whole (Boateng, 2014). At the same 

time, the employees’ objectives must align with the aims and objectives of the 

organisation or further conflict will develop. Ultimately, all role players must remain 
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mindful of diversity and seek out best practices for preventing conflict from developing 

as a result of it. 

 

2.2.4 Goal Differences 

 

Shahmohammadi (2014) explains that, when groups and individuals have (or appear 

to have) differing objectives, there is an increased chance of disagreement and conflict 

emerging. This may be the case in a TVET College if, for example, a head of 

department (HOD) and an education specialist have different goals for improving the 

institution’s approach to lecturing. If campus management then recruits a new lecturer 

with a more contemporary approach to lecturing than those of long-standing lecturers, 

this could cause conflict. The same may occur if the head of the College’s academic 

division presents modern lecturing procedures to long-standing instructors, 

experienced in a more traditional approach. Fortunately, such conflict can be 

substantially decreased if divisions within the organisation are properly informed and 

equipped to work toward diverse objectives (Bell, 2002). 

 

It should be noted that each staff member will regard organisational objectives in a 

unique way, which may differ from that of his or her colleagues. Conflict within the 

workplace may arise when each staff member’s unique responsibilities and 

approaches in pursuit of a common objective are not clear to the rest of the team. In 

the case of the TVET College in question, each lecturer utilises his or her own methods 

of instruction, while all lecturers endeavour to attain the same objective – effective 

transfer of knowledge. Thus it becomes clear that, while working toward the same 

goals is vital for an organisation’s functioning, having to work together may cause 

conflict among employees and this can hamper the organisation’s progress (Bell, 

2002). All employees must be familiar with the organisation’s current objectives in 

order to be able to work together towards achieving it. 

 

2.2.5 Roles and Expectations 

 

 The selected TVET College has different teaching and learning objectives. 

Expectations regarding employee performance are thus considerable. Each staff 

member has one or more roles to play within the work environment and their ability to 
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perform these roles satisfactorily is dependent on, among other things, clear 

explanations of their obligations and a sound understanding of their working 

environment. 

 

Manager-subordinate conflict mostly happens when managers’ instructions to 

subordinates are not clearly defined (Whitlam & Cameron, 2012). Supervisors must 

give clear directions to their subordinates to avoid confusion. It is important to have 

clear lines of communication to avoid conflict. If they do not fully understand their 

instructions, workers are likely to ignore their obligations or pass them on to someone 

else. In this way, unclear objectives or vague instructions of completion can lead to 

conflict. Amidst such uncertainty, the formal and informal lines of communication begin 

to malfunction and misunderstandings abound (Whitlam & Cameron, 2012). This is 

often the case at universities and Colleges when new learning programmes are 

introduced in a haphazard manner, leading to misunderstanding and conflict among 

lecturers, to whom the processes have not been clearly explained. 

 

At the selected TVET College, misunderstandings between employees and the 

organisation on matters such as job titles, job descriptions, and responsibilities are 

among the sources of conflict related to roles and expectations. Here, as in any other 

organisational setting, leader-employee conflict transpires when the employee’s role 

is not clearly explained and so the employee’s expectations do not correlate with those 

of management. As Kellermann (1996) explains, conflict can be defined as the discord 

that occurs between two people when they are unwilling to satisfy other peoples’ 

needs. 

 

The conflict within the selected TVET College stems largely from the fact that 

employees and supervisors have contradictory perspectives on critical issues. For 

example, while a campus manager may believe that a lecturer is under-performing, 

the lecturer may feel that they are simply approaching their work in a unique manner 

(Auerbach & Dolan, 1997). Bell (2002) gives an example of what might happen when 

a new employee joins an organisation. While some workers might see newly appointed 

employees as a sign of progress and feel that increased staff will add to the 
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organisation’s efficiency, others might take offence to and see newcomers as a 

potential threat to their positions. 

 

2.2.6 Passive Aggression 

 

Gray and Strake (1984) describe passive aggression as a condition in which group 

members have interactive conflict represented by fury, disappointment and other bad 

sentiments. Individuals may either direct their frustration at bystanders who are not 

even involved in the conflict or focus on minor issues instead of confronting the issues 

that are the true source of their resentment. In the workplace, such conduct is common 

among both workers and managers who are unhappy with some aspect of their work 

experiences and it can lead to extreme conflict. This can be destructive for the entire 

team as it can create a hostile work environment that interferes with productivity. De 

Angelis (2009) explains that passive-aggressive behaviour often occurs when 

favouritism is perceived during performance appraisals and decisions regarding 

promotions. Such is the case when individuals who are promoted to leadership 

positions are those who, on the surface, appear to be agreeable, unbiased and 

supportive, but who are actually unfair, disloyal and disruptive to their colleagues. 

 

2.2.7 Interdependence 

 

At the selected TVET College, several employees must often work together to 

accomplish a single task. When each party works independently of the others, it is 

easy for one employee to shift the blame to another when something goes wrong 

(Auerbach & Dolan, 1997; Champoux, 2003). For example, an education specialist 

may clash with an employee who works in a different department, thinking that they 

are not doing their jobs correctly. The possibility of conflict increases as the level of 

independence in the workplace does, as employees develop progressively more 

dissimilar opinions about how to accomplish shared goals. This is a phenomenon that 

occurs whenever team members have to depend on other employees’ skills, which are 

different from their own, to produce a common final product. 

 

This type of conflict can also occur when multiple employees are responsible for 

completing various tasks using the same materials. Whenever employees must 
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depend on the cooperation of other team members in order to complete a task, the 

risk of conflict is greatly increased (Hart, 2001). 

 

2.2.8 Poor Communication 

 

Poor communication is another leading cause of conflict within the selected TVET 

College. As Asa (2015) explains, poor communication between employees within an 

organisation may lead to disappointing results in their work. When a supervisor 

reassigns a task without communicating this to the employee originally responsible for 

said task, conflict can develop. Poor communication also diminishes efficiency and 

negatively influences employees’ commitment to their jobs. Moreover, managers must 

improve communication with subordinates to limit workplace gossip. Ludlow and Farell 

(2010) contend that workers often gossip with uninvolved colleagues rather than 

voicing their concerns to the relevant individual/s and this can cause conflict. 

 

Additionally, poor communication can lead to misunderstandings, which can further 

aggravate conflict within the working environment and become an obstacle to 

productivity. Fortunately, managers can avoid poor communication by facilitating 

openness and clear dialogue among all parties. As part of this, all parties must be 

given equal opportunities to voice their concerns and opinions. When communication 

is constrained, the various involved parties do not have sufficient data about each 

other’s views and objectives – synchronisation breaks down and misconceptions are 

more likely to develop, which can ultimately result in conflict. It should be noted, 

however, that too much communication also ought to be avoided because it may 

overwhelm and confuse employees (Hitt, Miller, Colella & Triana, 2006). 

 

2.3 TYPES OF CONFLICT 

 

It is important to understand the types of conflict that exist at the selected TVET 

College before planning a conflict management strategy. This is partly because conflict 

can have either a negative or a positive influence on performance, depending on the 

type of conflict present and how managers deal with it (Gibson, Ivancevich & Donnelly, 

1994). This College is experiencing various types of conflict. Some of it is constructive 
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and may stimulate improved performance, while much of the conflict present is 

destructive and results in chaos that threatens the College’s functioning. 

 

The general consensus of the literature reviewed is that conflict is present in all 

organisations and cannot be entirely avoided. This is irrespective of the different ways 

in which conflict manifests and its varying influence on organisations and employees. 

It can exist within a single person, between individuals, and between groups. Battles 

over control between workers and managers, the status of the organisation, and 

constrained assets can all cause conflict (Boateng, 2014). Different types of conflict, 

as defined by various scholars, have been explored in this study. The literature 

consulted describes the following types of conflict in the workplace: 

 

2.3.1 Dysfunctional/Destructive Conflict 

 

Whether conflict is dysfunctional or not will determine whether or not it can still serve 

the purposes and interests of the organisation and even make employees more 

creative (Robbins, 1978). Conflict is dysfunctional when the options available for 

settling it have run out and attempts to resolve it have begun to hinder the smooth 

running of the organisation and disrupt employee performance. At the selected TVET 

College, dysfunctional/destructive conflict is crushing employees’ enthusiasm for their 

work, thus negatively influencing their performance. 

 

Neither employees nor employers enjoy conflict within their lives or at their places of 

work. When conflict is not successfully managed, it can devastate working 

relationships between employees and their managers. It is clear that such conflict, by 

decreasing employee performance and efficiency, is holding the College back from 

attaining its objectives. When managers are not precise and transparent in 

communicating with their subordinates, they provide inaccurate information and the 

resultant frustration may sometimes lead employees intentionally to sabotage others’ 

work. Ultimately, nobody can enjoy their work or attain their objectives (Kinicki & 

Kreitner, 2015). Dysfunctional conflict within the selected TVET College detrimentally 

influences performance and destroys the organisation’s image when not settled 

timeously. Supervisors are forced to spend their time unproductively, settling conflict 

rather than doing their actual work. 
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2.3.2 Functional Conflict 

 

Functional conflict is conflict that is helpful. It enables managers to turn their attention 

to their actual work, while also boosting the performance of the organisation. 

Moreover, functional conflict assists managers in reaching their goals and thus be 

more effective (Amason, 1996). While not all conflict is a good thing, an interactionist 

perspective values functional conflict, which supports workers’ performance and 

assists them in attaining their objectives. Robbins and Judge (2011) define functional 

conflict as conflict that supports the objectives and interests of the organisation, 

motivates progress, boosts performance, and serves as a wake-up call to 

management. 

 

In the TVET College where the researcher conducted her study, such functional 

conflict does exist. Functional conflict such as this leads to healthy competition, 

persuades employees to think creatively, and is ultimately profitable for the institution. 

Functional conflict enables managers and subordinates to identify issues as well as 

the opportunities they may present. In addition, functional conflict can be a learning 

curve that inspires creative thinking and professional and personal development 

(Kinicki & Kreitner, 2015). 

 

2.3.3 Goals Conflict 

 

Goal conflict occurs when employees who work towards a common goal 

uncomfortable with one another (Afzalur, 1984). Goal conflict also occurs between 

managers and subordinates, when they have different methods of obtaining their 

goals.  Goal conflict is when different employees in the workplace are working towards 

different goals and objectives. Employees feel that their goals and objectives are 

opposed and not being considered (Rechtman, 2020). Goals cannot be effectively 

completed because of differences and problems. Sometimes employees share same 

resources to accomplish a goal, and it causes goal conflict. In TVET college goal 

conflict cannot be avoided as employees share same resources in order to accomplish 

their goals. Goal conflict includes, external to internal conflict, multiple outcomes, goal 

balancing, competition and computer-based conflict. 
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2.3.4 Interpersonal Conflict 

 

Interpersonal conflict can occur between a supervisor and his or her subordinates 

when they work at the same level in an organisational hierarchy. This type of conflict 

may emerge when multiple employees working toward a common goal differ on a 

personal level (relating to such matters as their values, beliefs, status) or a personal 

grievance exists between them. Additionally, when two individuals working together 

continually disagree about their work, this can ultimately become an interpersonal 

conflict. 

 

In order to manage this type of conflict, employees must be willing to adapt and work 

together towards the given objective by combining their knowledge (Evans, 2013). As 

Saibo (2016) explains, interpersonal conflict begins to surface when workers resist the 

organisation’s rules and procedures and it can wreak havoc on the working 

environment. This type of conflict occurs when individuals realise that their 

approaches, opinions and/or goals are not the same as those of one or more of their 

colleagues (Slocum & Hellriegel, 2007). If boundaries are created and managed 

correctly, interpersonal conflict can become a positive force to drive deeper 

connections between individuals (Evans, 2013). 

 

2.3.5 Intrapersonal Conflict 

 

Intrapersonal conflict is another type of conflict experienced within the selected TVET 

College. It occurs within a single individual’s consciousness and influences and is 

influenced by his or her feelings. In the workplace, intrapersonal conflict can emerge 

when an employee’s obligations and duties are not commensurate with his or her 

abilities or preferences. It is unsurprising that this type of conflict is common within the 

College, since most of the lecturers are not qualified or experienced in the subjects 

about which they are teaching. This is further aggravated by the fact that employees 

do not have adequate resources to do their work properly. Intrapersonal conflict is also 

common among independently-minded individuals, who have a hard time submitting 

to authority. The resultant conflict becomes internalised because these employees 

have no choice but to do as their employers command or risk losing their jobs, with 
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employment being hard to come by in this field. Although the conflict is internal, it can 

have a significantly adverse impact on the functioning of the organisation. 

 

As Thakore (2013) points out, it is not simple to examine and resolve this type of 

conflict. Intrapersonal conflict is fundamentally a battle between two incongruent 

inclinations. It arises when external circumstances trigger two conflicting impulses 

within the individual. Since both impulses cannot be satisfied, the individual is torn 

between the two and disappointed in whatever outcome results. The individual’s 

consequent negative feelings can lead them to be absent from work regularly, drink 

too much, and engage in other dangerous behaviours (Thakore, 2013). This must 

obviously be avoided if at all possible. Solutions must be implemented to decrease 

uneasiness and foster harmony between the individual’s needs and their 

responsibilities within the organisation. 

 

2.3.6 Personality Conflict 

 

Rahim (2001) explains that personality conflict is an inevitable reality within any group 

setting – the selected TVET College is a prime example of such a scenario. Within any 

work environment, there always seems to be at least one person with whom it is 

difficult to get along. Working alongside people who have difficult personalities or are 

inconsiderate can be quite a challenge. Even someone who is dedicated and 

achievement-oriented may also be critical, uncaring and even insubordinate. It can 

also be extremely discouraging to work with individuals who are lazy or spend more 

time gossiping than actually working (Johari, Morni, Bohari & Sahari, 2013;Dunbar, 

2018; Saibo, 2016). 

 

2.3.7 Intergroup Conflict 

 

Slocum and Hellriegel (2007) explain intergroup conflict as disagreement between two 

or more groups as well as between their members. Slocum and Hellriegel (2007) 

discuss how, in intergroup conflict, individuals tend to focus on the things that make 

the group they belong to “better than” any other. The authors further explain that 

intergroup conflict can be disruptive, inflexible, self-serving, disinterested in the 

opinions of other people. 
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In the workplace, intergroup conflict can occur either horizontally, between groups or 

divisions on the same level, or vertically, between different levels (i.e. management 

vs. subordinates) within an organisation. This type of conflict is highly likely within any 

organisation and is unavoidable. Intergroup conflict can even complicate interpersonal 

relationships that are otherwise good. Intergroup conflict occurs when a 

misunderstanding emerges between two or more different groups or divisions within 

an organisation. This might be because the objectives and views of each of these 

groups contradict (or appear to contradict) those of the other. Notably, competition 

plays a critical role in the emergence of intergroup conflict. Disputes over boundaries 

that determine group identity may lead to intergroup conflict (Evans, 2013). In the 

workplace, creative utilisation of cross-functional groups and task forces is one 

possible means to curb intergroup conflict and develop a more innovative and capable 

work force (Thakore, 2013). 

 

2.3.8 Intragroup Conflict 

 

Intragroup conflict is that which occurs between individuals within a particular group or 

team (Thakore, 2013). It occurs when group members disagree about the best action 

for the group to take, based on their differing understandings, knowledge and opinions.  

This type of conflict can detrimentally influence the functioning of an organisation if it 

is not well managed. Notwithstanding this, in organisations such as TVET Colleges, 

intragroup conflict can be helpful in the identification of solutions that will enable the 

group as a whole to reach its goals. 

 

It is important for all TVET College employees to be aware of the different types of 

conflict in order for the institution to successfully achieve its mandate of providing 

useful and effective education. This will ensure that the conflict management approach 

taken is suitable for the conflict in question. This will facilitate creative problem solving, 

since the involved parties will have a better understanding of the issues at hand. 
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2.4 LEVELS OF CONFLICT 

 

Managers at the selected TVET College must be aware of the various possible levels 

of conflict within the institution in order to manage such conflict effectively. It is 

important to understand that conflict is easier to manage when it is at a lower level 

than once the situation has escalated. The levels of conflict can include differences, 

misunderstandings, disagreements, discord and polarisation (Flanagan & Runde, 

2008). When conflict involves mere differences, management and subordinates may 

look at a situation from different perspectives, but all interests and opinions are taken 

into consideration (Flanagan & Runde, 2008). Conflict within this level does not 

necessarily have negative effects on relationships and productivity within an 

organisation. Misunderstanding is the next level of conflict and it occurs when various 

people on a team have differing views on how to accomplish a shared goal. To avoid 

further escalation, disagreement should be checked in its early stages as this can 

salvage the situation and avoid any negative consequences for the organisation (ibid.). 

 

Disagreement occurs within the selected TVET College when management and 

subordinates see the same circumstance in different ways. Often, regardless of the 

validity of the other’s position, each party feels wronged by the disagreement (ibid.). 

Disagreement can yield positive results, however, if effective conflict management is 

in place. Conflict management solutions that combine various views and opinions are 

stronger. Conflict becomes discord when it negatively affects the relationships 

between and performance of involved parties. When the various parties start to 

criticise, overanalyse, avoid and block each other and discard one another’s views, 

these may be signs of discord (Flanagan & Runde, 2008). 

 

Ongoing conflict has led to further polarisation within the selected TVET College, with 

the institution’s failure to find solutions sometimes resulting in employee strikes. Most 

of this conflict is unlikely to be resolved by the inadequate conflict management 

measures currently in place. This unresolved conflict will surely cause serious harm to 

relationships and further disturb the smooth running of the College. As Flanagan and 

Runde (2008) point out, it is at this stage of a conflict situation that the various 

conflicting parties each begin to recruit others to join their cause. In extreme cases, 
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the involved parties may resort to destructive behaviour, gradually escalating to 

physical violence and even war. 

 

2.5 CONFLICT MANAGEMENT STRATEGIES 

 

Conflict management refers to identifying conflict fairly and efficiently. Since conflict 

are unavoidable in the workplace, it is important for people to understand conflict and 

how they can resolve them (Mckinney, 2019). There are different reasons of conflict in 

TVET College, namely; economic, values and power conflict (Evans, 2013). In order 

to manage conflict within the selected TVET College effectively, the conflict 

management strategist must understand the employees’ position. Thomas and 

Kilmann’s (2008) conflict model provides five conflict management strategies that may 

be useful for managing the situation at the selected College. The strategies differ from 

one another in relation to scope of assertiveness and co-operation. Thomas-Kilmann 

model indicates that different individuals favour different strategies and it 

acknowledges that certain conflict management strategies are more useful than 

others. 

 

Progressive Colleges’ management teams should learn to lead and manage their 

subordinates effectively (Makaye & Ndofirepi, 2012). Makaye and Ndofirepi (ibid.) 

further indicate that management activities must always be performed by everybody 

who has responsibilities within a particular College. Bano et al. (2013) add that 

management strategies should be used in order to manage existing conflict. Policies 

should always be used to eliminate conflict. According to Robinson (2010), there are 

five strategies that may be used to minimise conflict: avoiding, compromising, 

collaborating, competitive and accommodating. When conflict emerges, supervisors 

ought to be familiar with such conflict management procedures. Dealing with conflict 

peacefully is obviously the most acceptable option within any organisation. It is 

important to have open discussions within the selected TVET College, as in any other 

organisation, when conflict emerges. 

 

The purpose of conflict management within the selected TVET College would be to 

ensure that conflict does not impact production negatively, employees are not harmed 
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psychologically, and that violence is avoided or at least minimised. Effective conflict 

management limits problems and gives job satisfaction to employees (Chand, 2015). 

All organisations employ a range of strategies to deal with conflict. The power of the 

strategies used to resolve the conflict will be judged by the level of conflict within the 

organisation (Chand, 2015). How to prevent future conflict in a Technical and 

Vocational Education and Training College in Mpumalanga Province. 

 

It is the responsibility of managers within the institutions to ensure that there are 

appropriate strategies to resolve conflict before they escalate, the following strategies 

could assist (Mckinney, 2019). 

 Managers should establish best methods for resolving conflict, grievances and 

disciplinary issues. 

 Employees should be involved in planning for the performance targets for the 

organisation as a whole. 

 Employees should be consulted for final decision making. 

 Employees should be rewarded accordingly. 

 Work environment should be conducive to all employees in order for them to be 

effective. 

 Managers should value their employees according to how they perform and 

they must be familiar with the culture within the organisation. 

 Managers should develop employees’ skills to improve job satisfaction. 

 Trust should be built between employee representatives and management that 

add value to the organisation by working effectively to respond to change. 

 There should be proper communication methods to be put in place to resolve 

conflict. 

 Management should make efforts by organising seminars/workshops regarding 

conflict management from time to time for the employees. 

 Lastly, there should be follow-up on what have been discussed to help 

organisation to resolve conflict. 
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The following are possible strategies for managing conflict: 

 

2.5.1 Avoiding 

 

The important objective of avoiding in this context is to delay conflict. It is a conflict 

response mode characterised by the low confidence in their position of those who use 

it and low levels of cooperation of those with whom they are in conflict (Robinson & 

Clifford, 1976). At this stage, the conflict can be covered up and overlooked instead of 

being settled, although this approach may be regarded uncooperative and 

unassertive. Individuals who avoid conflict tend to sacrifice their own objectives and 

are passive, often resulting in lose-lose outcomes. Such individuals accept that it is 

simpler to withdraw from conflict rather than to confront it. On the upside, maintaining 

a strategic distance from conflict may be a very effective way to manage it in the short 

term, particularly if the main priority is to preserve relationships, which may be harmed 

by more direct approaches to conflict resolution (Thakore, 2013). 

 

The disadvantage of avoiding, however, is that the conflict may remain unresolved 

and, over time, may set a precedent by which it is deemed acceptable to bully the 

conflict-avoiding individual. Slocum and Hellriegel (2007) refer to avoiding as 

unassertive and uncooperative conduct, by which an individual chooses to remain 

absent from struggle, overlooks differences, or stays impartial. The avoiding strategy 

seeks to put off confronting conflict indefinitely. Avoiding can, however, mean ignoring 

conflict only temporarily and waiting until everyone involved is calm before confronting 

it (Dontigney, 2018). Often, those who avoid conflict do not have confidence in their 

ability to control such situations. Nevertheless, avoiding can be a productive strategy 

if it takes the form of an organisation rejecting ineffective employees to hire more 

suitable candidates, thus averting potential conflict. 

 

2.5.2 Accommodating 

 

Slocum and Hellriegel (2007) refer to this style of conflict management as cooperative 

and unassertive. They describe accommodating as a long-term strategy to encourage 

opposing parties to participate more. 
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2.5.3 Collaborating 

 

Collaborating occurs when various parties to a conflict work together to discover an 

imaginative solution that is satisfactory to everybody (Dontigney, 2018). Collaboration 

refers to a significant time commitment, which is not suitable to all conflict situations. 

Slocum and Hellriegel (2007) clarify that the collaborative style can be regarded as an 

approach characterised by mutual understanding. Such an approach aims to 

guarantee all parties’ commitment to the new arrangement, once the conflict has been 

settled to the satisfaction of all concerned (Slocum & Hellriegel, 2007). 

 

2.5.4 Competing 

 

Slocum and Hellriegel (2007) indicate that the strategy is regarded as win-lose strategy 

and each party prioritises their objectives and perspectives to resolve conflict. It is a 

forceful style, characterised by emphatically uncooperative conduct and scenarios in 

which one party must lose so that the other may win (Slocum & Hellriegel, 2007). 

 

Nevertheless, the competitive conflict management style can be useful when time is 

limited and speedy decisions need to be made or when there is a risk that the opposing 

party may take advantage of a less assertive approach (Mullins, 2005). Strongly self-

assured individuals tend to prefer the competitive conflict management style. This style 

is only preferable for use in a limited range of conflict scenarios, such as crisis 

situations. 

 

2.5.5 Compromising 

 

The compromising strategy entails all parties to a conflict going without some of their 

preferences in order to create an arrangement that best satisfies all concerned 

(Dontigney, 2018). This strategy is most effective in situations where all parties hold 

the same level of authority. Compromising combines medium levels of confidence and 

participation (Mullins, 2007). This conflict resolution strategy lies somewhere between 

pure competition and pure accommodation. According to Mullins (ibid.), compromising 

places a premium on decided rules of trade between conflicting parties. 
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2.5.6 Creation and Maintenance of a Bond 

 

The strategy to defusing conflict is the creation of a bond between opposing parties. It 

should be noted that one does not need to like someone in order to create a bond with 

them (Mullins, 2007). Workers must have a common objective and supervisors must 

separate the individual from the issue in order to dodge negative reactions, including 

physical violence and strong emotions (Mullins, 2007). The key to strategy is for 

individuals to treat each other as friends, rather than foes, basing relationships on 

mutual respect and cooperation. 

 

2.5.7 Establishment of a Dialogue and Negotiation 

 

At all times it is vital for supervisors to maintain open dialogue, keep the discussion 

relevant, and remain focused on a positive result and mindful of the common objective 

(Kohlrieser, 2006).. Employees must avoid fighting and rather seek to negotiate when 

there is conflict. Negotiation tends to yield positive results for those who are involved. 

 

2.5.8 Understanding the Causes of Conflict 

 

When conflict emerges within an organisation, it needs to make an exchange geared 

toward settling this conflict. This begins with identifying the conflict’s root cause/s 

(Kohlrieser, 2006. In order to resolve the conflict, it is important to know why it exists. 

There are many different kinds of conflict; for example constructive and destructive 

conflict. There are also various types of issues – like quality control or generational 

issues – that may be at stake and a diverse array of communication styles may be in 

use. Power, status, uncertainty, resistance to change, and confusion can all contribute 

to conflict (Kohlrieser, 2006). 

 

Self-important individuals – for example, leaders who seek to control others to 

construct their own identities and assert their own importance – regularly instigate 

conflict (Kohlrieser, 2006. Interfacing involves knowing about, evaluating, and 

communicating about what will be needed to combat conflict. The leading conflict-

provoking experiences relate to needs not being met and this may trigger people’s 

feelings about other, profoundly painful experiences from other times in their lives. 
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Somebody overlooked for promotion, for example, could appear to be upset about 

losing a potential increase in income, when what they are actually tormented by is the 

repeated experience of rejection. 

 

2.5.9 Teamwork 

 

In order to manage the causes of conflict, employees need to work together as a team, 

motivated to achieve a common goal. Teamwork prevents employees from solely 

working toward their own interests. Scarnati (2001) explains that collaboration may be 

an agreeable solution, which permits everybody to attain a set objective. Scarnati, 

(2001), further shows that cooperation depends upon people working together in order 

to attain a common objective. Managers and workers who are eager to work within the 

group are always willing to compromise and they connect with and support one 

another. They must select their team leader and must all know the objectives of the 

group (Scarnati, 2001). Doyle, (2019) indicated that there are different types of conflict 

management skills needed in TVET Colleges. The skills include Communication where 

problems must be addressed quickly and where agreements should be formalised. 

Emotional intelligence, empathy and creative problem solving. 

 

2.6 TECHNICAL AND VOCATIONAL EDUCATION AND TRAINING 

COLLEGE 

The acronym, TVET stands for Technical and Vocation Education and Training. This 

is an educational process involving the acquisition of practical skills, attitudes, 

understanding, and knowledge relating to various sectors of economic, political and 

social life (UNESCO, 2010). As such, TVET can be understood as vocational training 

that prepares students for careers in specific fields. TVET colleges are established 

as part of strategies to foster the socio-economic growth and technological 

development of the countries where they exist (Yusuf and Soyemi, 2012). They are 

intended to assist in building more equitable societies, spur economic development, 

and provide quality education and training to a broader student population (Loynes, 

2014). As part of this, TVET develops skills that are in short supply and needed for 

sustainable economic development. Skills developed within TVET colleges enable 

students to become employable and also contribute to their capacity to participate in 
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political and social life (Deutsche Gesellschaft für Internationale Zusammenarbeit 

[GIZ], 2019). In South Africa, it is compulsory for students to remain in school until 

they have completed Grade 9. Thereafter, they may further their educations either by 

remaining in school until they pass Grade 12 to obtain the National Senior Certificate 

(NSC) or by registering with a TVET college and completing equivalent National 

Qualifications Framework (NQF) levels (Levels 2 through 4) to obtain the National 

Certificate (Vocational) (NCV).  

 

To obtain the NC(V), a student must attend class for 36 months and pass all seven 

subjects (Human Resource Development Council of South Africa [HDRC], 2014). 

The NC(V) curriculum involves both theoretical and practical elements. The purpose 

of this curriculum is to equip students with the skills, knowledge, values and attitudes 

needed for lifelong learning; approach learning horizontally; and facilitate self-

employment or eligibility for employment opportunities (PMG, 2015). As such, it 

enables students to become productive participants in the workplace ([CDE] (2012). 

 

In South Africa, TVET colleges offer the National Accredited Technical Diploma 

(NATED) (also known as Report 191) programme, in addition to the NC(V). In order to 

register for the NATED, students must be in possession of a Grade 12 certificate. 

Students must attend prescribed (theory and practical) classes for a period of 18 

months. In 2007, South Africa’s Department of Higher Education attempted to replace 

the NATED programme with the NC(V) programme, but this was unsuccessful. At the 

time, business and industry players argued that NC(V) graduates were not properly 

prepared for their occupations (Parliamentary Monitoring Group [PMG], 2017). 

 

During the apartheid regime, the black population had no access to university and 

higher vocational education in South Africa. In 1996, however, the South African 

government banned discrimination in education by passing the South African 

Schools Act (SASA) and National Education Policy Act to ensure the accommodation 

of all races. 
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2.7 MPUMALANGA PROVINCE 

 

Mpumalanga is one of South Africa’s nine provinces. The Zulu word, Mpumalanga 

means “place where the sun rises”. This province is in the eastern part of South Africa 

and shares borders with two other African countries – Mozambique and the Kingdom 

of eSwatini (Swaziland) (Khwidzhili & Worth, 2020). Mpumalanga also borders on 

South Africa’s Limpopo (to the north), Gauteng (to the West), Free State (to the south 

west), and Kwa-Zulu Natal (to the south) provinces.  

 

Mpumalanga is home to three public TVET colleges and 32 private registered colleges. 

These private and public TVET colleges are registered with the Department of Higher 

Education and Training, indicating that they are all legitimate learning institutions. 

TVET colleges in Mpumalanga offer various subjects within their learning 

programmes. These include, among others, business studies and engineering studies. 

They also offer a wide variety of short courses and e-learning programmes. E-learning 

is offered in order to accommodate students who are unable to attend classes on site. 

 

2.8 SCHOLARS’ THEORIES OF CONFLICT 

 

2.8.1 Karl Marx’s Theory of Conflict 

 

German philosopher Karl Marx was the first person to develop a formal theory of 

conflict. Marx’s Conflict theory describes what occurs when multiple groups of people 

compete for the same limited resources (which may include the power to achieve their 

goals) (Robinhood, 2020). According to this theory, this competition over finite power 

and resources is strongly influenced by social class hierarchies within the societies in 

which they occur. As such, according to Marx, the result of this conflict over resources 

is an imbalance of power and a society in which the powerful dominate the powerless 

(Robinhood, 2020). Marx referred to this theory to discuss the exploitation of the 

working classes in capitalist societies. Marx’s theory of conflict describes two social 

classes: the ruling class and the oppressed class. Marx argued that the ruling class 

maintains social order through domination of the oppressed class, rather than via 

negotiation to reach a generally beneficial arrangement. Ultimately, according to 
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Marx’s conflict theory, the inevitable outcome of resource conflict in capitalist societies 

is a status quo in which a dominant power emerges and enforces its will on the rest of 

the populace (the oppressed class) (Barnier, 2022). Marx argued that conformity is 

enforced by the powerful ruling class, with no attempt at general consensus, within 

such societies. As part of this, Marx argued, those who possesses wealth and power 

try to hold onto it by exploiting the poor and the powerless. Proponents of Marxist 

conflict theory view society remains divided because the wealthy ruling class in seeks 

to dominate the poor oppressed class. 

 

2.8.2 C Wright Mills’s Theory of Conflict 

 

Charles Wright Mills is regarded by many as the founder of modern conflict theory and 

the greatest sociologist that the United States has ever produced. His theories 

significantly contributed to prevailing trends in American social science. Mills’s best-

known contributions to sociology are his theories on power and what he called the 

“power elite” (discussed below). According to Mills, social structures are based on 

conflict between people who have different interests, but rely on the same resources. 

His theory describes how limited resources are unequally divided amongst society 

members (Omisore & Abiodun, 2014) and mainly focuses on the disparity between 

people in power and their subordinates. Mills showed how social structure constrains 

individual behaviour. He described power the product of individuals’ positions within 

the institutions in which they participate. According to him, a person who is in a senior 

position within an institution has more power than those on the lower rungs of that 

institution’s hierarchy (Miller, 2018). He referred to the group of people who govern 

American society – through interlocking political, economic and military structures – as 

the power elite. Mills’ theory states that the power elite have greater control over 

resources than those who are in lesser positions – the powerless.  

 

2.9 CONCLUSION 

 

Learning the causes, types and levels of conflict, as well as strategies to manage it, 

will enable employees at the selected TVET College to become more flexible in conflict 

situations. Furthermore, in learning a range of conflict management strategies, College 

managers and subordinates will come to see the value of conflict management and 



 

 

42 

that there is an effective conflict management strategy for every situation. Chapter 3 

will deal with the research methodology used in the study. 

   



 

 

43 

CHAPTER 3 

RESEARCH METHODOLOGY 

3.1 INTRODUCTION 

 

In Chapter 3, the research methodology for this study is explained. This chapter 

specifically explains the manner in which data were collected for the study and also 

describes the types of data that was collected (Killam, 2013). There are different 

approaches– i.e. introducing research, planning it, choosing participants and the 

method used to do so, making data available, and analysing and processing research 

findings to offer knowledge – of the research process and these are outlined in this 

chapter. 

 

Chapter 3 aims to offer more data regarding the qualitative research procedure used 

to answer the research question: How can conflict within a certain TVET College in 

South Africa’s Mpumalanga Province be effectively managed? 

 

3.2 THE RESEARCH PARADIGM 

 

In the context of research, the term “paradigm” refers to the views on which a particular 

person or group of people base their attempts to resolve the issue in question 

(Arghode, 2012). A research paradigm is said to be made up of various people’s 

differing opinions on how research should be conducted (Johnson & Onwuegbuzie, 

2004). Additionally, a research paradigm encompasses a particular set of ideas used 

by some researchers to acquire knowledge (Fossey, Harvey, McDermott & Davidson, 

2016). For the present study, the research paradigm determined how the data were 

collected and the instruments and techniques that were used to collect it. It also 

describes how the participants interacted in the research, in addition to conveying the 

knowledge that was generated by the researcher after the study. Aspects of paradigms 

include epistemology, ontology, axiology and constructivism and these are discussed 

below. 
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3.2.1 Epistemology 

 

Epistemology is a division of philosophy concerned with the origins of knowledge and 

the types of information that one must possess in order to understand it (Ahmed, 2008. 

Epistemology seeks to investigate whether knowledge is something that is in existence 

or not, as well as how people can obtain it, if it does exist. Its arguments deal with the 

description of knowledge that needs to be accumulated (Hammersley, 2012). 

Epistemology assists people to obtain information and provides a means to determine 

whether it is honest and reliable (Cooksey & McDonald, 2011). Epistemology can be 

done to improve understanding on how research is performed. A research study helps 

the researcher to discover new and existing knowledge (Kivunja & Kuyini, 2017). The 

research conducted for the present study assisted the researcher to understand more 

about the origins of conflict within the selected TVET College. The research also 

assisted her to discover new and existing information about the types and causes of 

conflict within the College and how these are managed. 

 

3.2.2 Ontology 

 

Ontology is a branch of philosophy that describes the nature of reality (Crotty, 2003). 

It questions what people must know and whether or not it can be agreed that anything 

exists (Hammersley, 2012). It is the study of something that happens in a self-

consistent way. Using an ontological approach, researchers can group objects 

according to their differences and similarities. Ontology helps to describe the 

relationships between various concepts. It also assists researchers in understanding 

nature. Ontology provides more information about how research should be done – how 

to approach and complete it. Ontology creates a greater understanding of what is 

being researched (Scott & Usher, 2010). Ontology is the study of existence and what 

can be represented (Teddlie & Tashakkori, 2009). In the case of the present study, an 

ontological approach assisted the researcher in understanding and acquiring more 

information about the nature of conflict management within the selected TVET College. 
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3.2.3 Axiology 

 

The researcher used axiology – the philosophical study of value – to determine the 

main aim of the present research study. This was done in order to determine how the 

research should be conducted so as not to compromise its quality (Dudovskiy, 2016). 

In research, axiology serves to identify what the researcher will gain from the research 

study. It provides information about the researcher’s expectations with regard to 

searching for more information from participants. The value of the research is taken 

into consideration during the research process. Ethics must be taken into 

consideration during the planning stage of a research proposal and axiology focuses 

on a coherent approach in order to inform the best choices (Kivunja & Kuyini, 2017). 

 

Axiology also provides an opportunity to perform surveys, to recognise and describe 

good and bad conduct relating to the research. It concerns the value that ought to be 

attributed to each of the distinctive aspects of the research – the participants, the data 

collection process, and the target audience of the subsequent research report (ibid.). 

As such, axiology informed how the researcher identified research areas of value with 

regard to conflict management within the selected TVET College. This naturally 

affected how the research was conducted and what was discovered in the process. 

 

3.2.4 Constructivism 

 

Constructivism is a theory utilised to collect information about how people should learn. 

It is the theory that what is real is a product of peoples’ understanding of their 

experiences in the real world. This is the truth that is gained through human intellect 

and understanding as they relate to the real world (Waters & Mehay, 2010). Within the 

constructivist approach, individuals use the information that they have accumulated to 

build their own representations – they construct their knowledge and understanding 

through their experiences. In the constructivist paradigm, people can create their own 

knowledge when they are able to ask questions and explore their areas of interest. By 

this approach, individuals can compare various possibilities in order to come to their 

own conclusions. At the same time, individuals are able to develop their 

communication and social aptitudes. In constructivism, individuals are invited to share 

and discuss their thoughts regarding viable methods by which to complete their 
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assignments. The approach provides an opportunity for individuals to communicate 

with others and obtain more information. Constructivism helps people to share their 

opinions and findings with others (Waters & Mehay, 2010). 

 

The researcher has framed the present research within a constructivist-interpretivist 

worldview. This approach focuses on what people are interested in and understands 

what they are all about (Babbie & Mouton, 2008). As such, the researcher’s 

relationship with this research study can be described as constructivist-interpretivist . 

The constructivist-interpretivist research approach focuses on investigating 

complicated social phenomena in order to improve knowledge. It also concentrates on 

translating what happens in everyday life – social structures, interpersonal encounters, 

and individual values (Collis & Hussey, 2009; Rubin & Babbie, 2010). 

 

According to the interpretivist view, social reality is personal since it is a construct 

resultant of the knowledge and understanding of those who experience it. 

Interpretivism states that the social world cannot be understood according to the rules 

of life sciences – simple fundamental laws cannot fully encompass the complexities of 

social phenomena (Blumberg, Cooper & Schindler, 2011). Interpretivism holds that 

objective perception cannot exist within the social world, since this world is man-made. 

Interpretivist researchers thus seek to grapple with subjective realities in order to 

describe the experiences of research participants (Blumberg et al., 2011; Rubin & 

Babbie, 2010). According to Interpretivists, research is not value-free, since the 

researcher’s translation is necessarily influenced by her social context and related 

thought processes and beliefs (Blumberg et al., 2011). Interpretivists accept that the 

only way to understand reality is to use social tools such as language and shared 

interpretations (Dudovskiy, 2016). This is why the researcher selected this worldview 

to support her research. At the same time, constructivism is relevant to this study 

because it argues that people accumulate knowledge from their experiences and 

ideas. The researcher sought to how conflict within the selected TVET College can be 

managed effectively for the success of the institution. 
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3.3 THE RESEARCH APPROACH 

 

The choice – out of many options – of the research approach used always depends 

on the objectives of the research study in question. The present research study is 

mainly qualitative in nature. McMillan and Schumacher (2010: 23) describe qualitative 

approaches as “those that collect data on naturally occurring phenomena”. They add 

that data collected are in the form of words rather than numbers. This method enables 

the researcher to use various methods to obtain more data. 

 

In qualitative research, types of life are emphasised. This type of research deals with 

the aspects of life that cannot be assessed in terms of class or number (Denzin & 

Lincoln, 2000). It is human nature to fight to learn how people and communities behave 

in their everyday lives where they stay. The qualitative research approach is natural 

and so easy to adapt to its subject matter. It is used to explain the phenomena in terms 

of what people understand (Denzin & Lincoln, 2000). The qualitative approach is the 

most powerful approach for discovering truths about the selected field of research and 

to discover new theories within this field. 

 

According to Creswell (2013), qualitative research has the following characteristics: 

 

• Natural environment (setting): Participants were able to be open with the 

researcher because they had been informed that their interviews would remain 

confidential. Because all participants were interviewed in their own private 

spaces, they were comfortable to respond freely. The qualitative approach 

gives the researcher an opportunity to collect data from participants within the 

physical setting in which the problem at hand (in this case, conflict) is or was 

experienced. The researcher collects data directly from this environment, 

without interfering with it. 

• Researcher as key instrument: The researcher performed semi-structured 

interviews of the participants. Policy documents from the college were also 

used to acquire more information. Qualitative research enables the researcher 

to collect data via direct interviews and observation and from documentation 

obtained from participants. 
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• Multiple sources of data: Data collection was performed in various ways. In 

addition to aforementioned document reviews and staff interviews, college 

management personnel shared their views on the situation. Data were not 

collected from only one source, but via various channels, including interviews,  

documentation and observation. 

• Inductive data analysis: The researcher found it easy to draw accurate 

conclusions, because these were based on data collected from relevant 

sources. Qualitative research allows researchers to build their own themes, 

patterns and categories using the data collected, in order to draw relevant 

conclusions about this information. 

• Participants’ meaning: Positive relationships between participants and 

researchers are of the utmost importance in qualitative research. To ensure 

this, the researcher took care to be patient with the participants in order to 

obtain accurate information. In qualitative research, the researcher depends on 

information provided by participants, rather than that provided by other 

researchers and existing literature on the research topic. 

• Design that evolves: Qualitative research is regarded as a flexible research 

approach – it is always dynamic. This means that the initial research plan can 

change once the researcher enters the field to collect data. 

• Theoretical perspective: Cultural diversity was considered during data 

collection. The researcher sought to eliminate discrimination at all costs. 

Qualitative researchers often approach research from particular theoretical 

perspectives related to, among others, culture, race, religion, gender and 

ethnography. 

• Interpretive: Qualitative researchers interpret and analyse data according to 

their understanding. Qualitative research depends on the researcher’s 

interpretation of data they receive from participants and their understanding 

thereof. 

• Holistic: Through qualitative research, researchers are able to analyse the data 

collected and use it as required. Qualitative research seeks to provide an 

overarching explanation for the research problem. 

 



 

 

49 

There are many benefits to using qualitative research approaches and methods. 

Qualitative research approaches elicit comprehensive data about how participants 

feel, their opinions, what they experience, and how they interpret their actions and 

experiences (Denzin, 2000). Denzin and Lincoln (2000) indicate that qualitative 

research is an interdisciplinary field, which consists of a wide range of epistemological 

information, research methods, and interpretive tools for understanding human 

experiences. This enables the researcher to understand different participants’ voices, 

perspectives, and the events they experience. Knowledge obtained by this approach 

assists the researcher in uncovering the meaning of events relevant to the research 

problem (Richardson, 2012). The researcher is thus able to delve into participants’ 

inner worlds and also how they make meaning through and within culture (Corbin & 

Strauss, 2008). Qualitative research uses participant observation, unstructured 

interviews, direct observation, and records to collect data. Researchers collect more 

data by interacting directly with participants as the data comes straight from the source 

(i.e. the participant) (Cohen, Manion, & Morrison, 2000). This includes the use of face-

to-face and telephonic interviews to collect data and elicit participants’ feelings and 

perceptions surrounding the research topic (Rumsey, Thiessen, Buchan & Daly, 

2016). 

 

One of the qualitative approach is that it is open ended and broad in scope. It gives 

participants the opportunity to express themselves and raise issues that concern them 

because its parameters are flexible. Although similar research regarding conflict in 

learning institutions has been conducted in South Africa and internationally, the 

findings of the present research study will not necessarily be the same as those of 

previous studies. Moreover, while other Colleges may experience similar problems, it 

is assumed that a comparable research study of one College may not obtain the same 

results as one at a different College. This reflects the unique challenges experienced 

by each particular College. 

 

3.4 THE RESEARCH DESIGN 

 

A research design is a plan or blueprint for how to conduct a research project (Babbie 

& Mouton, 2008). It assists the researcher in achieving the objectives of the study 
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(Vosloo, 2014). As such, a research design provides the researcher with a clear 

system to direct their research strategy and related choices, thus setting the basis for 

data interpretation. This study followed a case study research approach a case study 

research strategy. Case studies enable researchers to analyse data collected within a 

specific context (Zaidah, 2003). The research design provides the researcher with a 

clear research system, which informs her strategies and choices and sets the premise 

for her interpretation of the data collected. Case studies provide detailed information 

about participants and also leave room for the researcher to be creative. Case studies 

provide detailed information about what needs to be researched and also leave room 

for researcher creativity (Zaidah, 2003). The present study seeks to investigate how 

conflict within a TVET College in Mpumalanga Province can be managed. According 

to Cohen (2011), the behaviour observed within a case study is determined by the 

problems that participants experience. The particular situation of the selected TVET 

College will determine the success of this study of conflict and its management within 

the College. Case studies are beneficial because they enable the researcher to 

perform most data analysis within the site of data collection. Case studies help the 

researcher to explore and explain participants’ complicated real-life situations – a 

benefit not afforded by experimental research or surveys (Cohen, 2011). 

 

3.5 POPULATION AND SAMPLING FOR THE STUDY 

In research, the term “population” is a collective term that refers to all subjects that 

fulfil a particular set of specifications (Polit & Hungler, 1995). Population refers to the 

group of people possesses useful information that can be used during research study 

(Shukla, 2020). Population consists all the useful information that can be applied 

during research. Shukla, (2020) further states that, there are different types of 

population, firstly, i.e. Finite and Infinite population. Finite population refers to 

population in which number of units can be counted easily whereas Infinite refers to 

number of units that cannot be counted easily. Secondly, Homogeneous and 

Heterogeneous population. Homogeneous population refers to population units that 

have similar characteristics. The type of population is found in basic as well as pure 

science. Heterogeneous population refers to units of population that differs completely 

with one another. The type of population is found in education, social sciences and 

humanities. Thirdly, Existent and Hypothetical population. Existent population is when 
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all units of population possesses physical existence, e.g. lecturers and students. 

Hypothetical population refers to units which do not have physical existence but its 

existence is found by statistical method. Lastly, Known and Unknown Population. 

Known population refers to parameters of population that are known, or statistically 

data that is taken from the entire population. Unknown population refers to parameters 

that cannot be calculated easily. Educational, psychological and sociological 

researches mostly use unknown population, as data is collected from the sample 

instead of from population (Shukla, 2020). 

Mpumalanga Province has three public TVET colleges, namely Enhlanzeni, Gert 

Sibande, and Nkangala. The present research study only concentrates on one of these 

TVET colleges. The researcher used unknown population to collect data for her study. 

She chose just one of the three colleges and sampled only a selection of participants 

instead of collecting data from the entire population of that college. Sampling refers to 

choosing a small number of involved individuals to provide information about a larger 

group (Shukla, 2020). Purposeful sampling was used to select participants to take part 

in the study. Purposeful sampling involves focusing on those individuals with in-depth 

information about the research area (Shaheen et al., 2016). Selection of participants 

is possible only after the researcher has visited the relevant research site. Visiting the 

research site assists the researcher in selecting relevant participants to fulfil the 

objectives and purpose of study. For purposeful sampling, the researcher chooses 

those subjects who will provide the best information to serve the purposes of the 

research (McMillan & Schumacher, 2010). 

 

As such, for the present study, the researcher chose participants who had personally 

been involved in conflict within the college. These individuals showed interest in 

participating in the study when they were told of the researcher’s intention to conduct 

it. They informed the researcher that they had a great deal of relevant information to 

share about their experiences of conflict within their workplace. Participants were 

selected because of the in-depth information they were able to share based on their 

experiences of conflict management within their work spaces. The following staff 

members from the selected College were purposefully selected as participants for the 

study and therefore form the sample population thereof: The campus manager, one 
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head of department, two education specialists and three lecturers. The total number 

of individuals sampled is therefore seven (n=7). 

 

3.6 DATA-COLLECTION INSTRUMENTS 

 

For this study, the researcher used semi-structured interviews as her data collection 

instrument. The researcher identified semi-structured interviews as the most suitable 

data collection instrument to elicit data from the study participants at the TVET College. 

A semi-structured interview consists of several questions, which the researcher may 

follow up with further questions, if she is not satisfied with the participant’s answers. It 

is a combination of open-ended and closed-ended questions (Gill et al., 2008). This 

type of interview was chosen because it gave participants enough time to respond to 

the questions and better express themselves, thus offering more relevant information. 

One of benefits of semi-structured interviews is they enable the collection of detailed 

information surrounding research questions. Such interviews provide rich descriptions 

and detailed information about the participants’ experiences of and perspectives on 

the phenomenon under study (DiCicco-Bloom & Crabtree, 2006; Lambert & Loiselle, 

2008). One benefit of the open-ended questions in semi structured interviews is that 

they allow for in-depth responses. The interview is a more flexible data-collection 

instrument than many other techniques (Burns & Grove, 2003). Interviews allow 

participants to express themselves while communicating with the researcher. Open-

ended questions can be prepared before the interview starts. Interviews also provide 

more opportunities for gathering valuable information from individuals – for example, 

those who can hardly write and read – who cannot simply fill out questionnaires (Burns 

& Grove, 2003). Semi-structured interviews also provide information that is reliable. 

 

To this end, the researcher developed an interview schedule, containing a number of 

questions (cf. Appendices F and G respectively), ahead of conducting the interviews. 

Additionally, probing was used during the interviews to clarify any points and follow up 

on answers to core questions. Moreover, this research instrument enables the 

researcher to control the flow of primary data collection and clarify certain issues 

during the process if need be. Several scholars, such as Connaway and Powell (2010), 

indicate that it is important to create a friendly and non-threatening atmosphere during 
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research interviews. They add that the researcher must provide clarity to participants 

regarding the focus and nature of the research, indicate the importance of participation 

in the study, and provide assurances of confidentiality throughout the process of the 

study (Connaway & Powell, 2010). Engel and Schutt (2016) point out that participants 

may be biased during primary data collection and that this can compromise the validity 

of research findings. Thus, the researcher must not attribute undue significance to 

these responses. 

 

3.6.1 Document Analysis 

 

Document analysis is the research practice of analysing or evaluating relevant 

documentation, including both hard copy and electronic materials. Document analysis 

is necessary because data need to be examined and interpreted to give the researcher 

a clear understanding thereof (Corbin & Strauss, 2008; Rapley, 2007). In the present 

study, document analysis chiefly entailed reading and interpreting the selected TVET 

College’s various policy documents, among others. The researcher recorded the 

words and images within these documents exactly as they appeared. These primary 

documents included College policy guidelines, manuals, letters, memoranda, and 

charts. The purpose of analysing these documents was to gain knowledge and 

understanding of how conflict is managed and resolved within the selected TVET 

College. 

 

In addition to this, the researcher reviewed an extensive array of secondary data for 

the study. Secondary data are contained in existing research, gathered, analysed and 

interpreted by other researchers (Douglas, 2015). Secondary data are not elicited from 

those with first-hand experience of the phenomenon in question. Instead, they are 

produced by an outsider, with no involvement with the research study at hand. The 

information is already stored in writing – either as hard copy or in electronic format. 

For the present study, there was a considerable amount of secondary data available 

 

A variety of primary information sources was available to the researcher in gathering 

data for this study. This includes the following documents: 
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• Admission and Enrolment Policy Guidelines (Selected TVET College, 

2015);   

• The Code of Conduct for Educators Policy (Selected TVET College, 

2013b); 

• TheCode of Conduct Policy for Students (Selected TVET College, 2013c); 

• The Disciplinary Policy for Students (Selected TVET College, 2013a); 

• Students’ Protest Intervention Policy (Selected TVET College, 2017f); 

• Guidelines for the NC(V) Qualifications (DHET, 2020); 

• The Internal Continuous Assessment (ICASS) Guidelines for the National 

Certificate (Vocational); 

• Guidelines for the Conduct and Administration of Examination in the TVET 

Programmes (DHET, 2017) and finally; 

• The Work-Based Experience (WBE) Implementation Framework (Selected       

TVET College, 2013d). 

 

3.7 THE DATA-COLLECTION PROCESS 

 

The Regional Office of Mpumalanga TVET Colleges and the principal and campus 

manager of the selected TVET College all granted permission for the researcher to 

conduct the study at the selected College. In her application to these entities, the 

researcher described the benefits of the study in addition to explaining that it would 

pose no risk to either the participants or the College. 

 

Additionally, in advance of conducting the semi-structured interviews and observation, 

the researcher explained the procedure of the study to participants. She informed 

participants that they would not be compensated for their involvement in the research 

and that their participation would be voluntary and they could withdraw at any time, if 

they so wished. Participants were informed that the study would be utilised for a 

research dissertation, as well as possible journal publications and conference papers. 

 

At the same time, the researcher reassured participants that their participation would 

be kept confidential and their anonymity ensured. Each participant received an 

informed consent agreement (see Appendix E), which each of them signed and 

returned to the researcher prior to the commencement of the research process. As 
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mentioned, the researcher interviewed staff members both junior and senior 

(management) and experienced and inexperienced. The researcher scheduled 

interviews with each of the participants at times convenient to them.  These interviews 

were conducted in private rooms to ensure confidentiality, in light of the sensitive 

nature of some of the questions. This served to protect participants from possible 

victimisation by other staff members in response to their comments. The researcher 

took care to keep participants comfortable throughout the interview process. 

 

In conducting the semi-structured interviews, the researcher followed a precompiled 

list of questions designed to elicit in-depth responses that would facilitate a deeper 

understanding of participants’ experiences. During the interview process, the 

researcher was attentive to the participants’ responses and this enabled her to identify 

and explore new data directly related to the research question, sub-questions and 

objectives. In addition, the researcher took notes documenting her observations of the 

responses during interviews, as this was deemed the ideal method for recording these 

interactions. To ensure active listening and minimise distraction, she kept these notes 

brief and without undue detail. The researcher indicated to the participants that follow-

up interviews might be done if there would some data that will be needed. 

 

Secondary data were also collected from the institution. These comprised, among 

other documents, copies of the College policies used for the smooth running of the 

campus. The researcher conducted document analysis to interpret the extensive 

processed information contained in these secondary data sources. Secondary data for 

the study also included government publications regarding conflict management as 

relevant within the campus’s various departments. The researcher collected all data 

on a universal serial bus (USB) and a hard copy of the data stored on it was stored in 

a secure location. All digitally recorded data were backed up onto a computer and 

were password protected. 

 

3.8 DATA ANALYSIS AND DATA PRESENTATION 

 

Qualitative data analysis describes how data is organised, counted and explained. It 

means making sense of participants’ definitions of the situation, noting patterns, 
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themes, categories and regularities (Cohen et al., 2011). Data analysis is a process of 

bringing order and meaning after data collection. Data collection is hard and time 

consuming, though the method is creative (Hilal, 2013). Data analysis is a research 

process used by the researcher to analyse and interpret relevant documents (Burns & 

Grove, 2003). Effective data analysis requires a sound relationship between the 

researcher and the research study, as generating data is a challenging task that 

requires creative thinking (De Vos, Buyens & Schalk, 2002). Data analysis involves 

translating information, as provided by participants, into measurable data, from which 

conclusions can be drawn and valid decisions made (Ader et al., 2008). 

 

O’Connor and Gibson (2003) outline the following steps for analysing data: 

 

• Organising the data: 

Data must be analysed for it to be meaningful. Data must be arranged in a logical 

and orderly manner, this will help in finding information when someone needs to 

do assessment. 

• Finding and organising ideas and concepts: 

The researcher should make notes of different ideas coming from different 

participants. Making notes will ensure that all information is remembered when 

one wants to use it later. 

• Building overarching themes in the data: 

The researcher must be familiar with his/her data, this will enable the researcher 

to analyse data effectively and have meaningful data. 

• Ensuring reliability and validity in the data analysis and in the findings: 

The researcher must ensure that data collected are accurate and consistent 

before analysing them. Valid and reliable information assists in the correct analysis 

of data. There must be consistency throughout the interview process. 

• Finding possible explanations for the findings: 

After each interview, it is important to find out whether or not the expected findings 

were obtained. The researcher must check if the results are relevant to the 

questions asked. It is also important to know why these findings emerged. The 

implications of what has been analysed form an important part of the final report. 

• An overview of the final steps: 
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It is important to know the implications and findings of the study after collecting 

data. The researcher must know why participants are reacting the way they are 

within the context during the research questions.  

 

After collecting information about the causes of conflict within the selected TVET 

College, the researcher analysed this data in order to extract relevant and meaningful 

statements from it. The main purpose of collecting data for this research study was to 

answer the aforementioned research question and sub-questions about how conflict 

is managed within the selected TVET College in Mpumalanga Province. When data 

are unprocessed, they have limited meaning. Data analysis is, therefore, a crucial 

aspect of the research process. It enables the researcher to draw relevant conclusions 

about the problem under investigation. Data analysis seeks to make sense of vast 

amounts of data, drawn from various sources. 

 

Transcripts of the interviews were edited by the researcher in order to prepare for data 

analysis. Analysis of the data followed a qualitative approach, with the researcher 

using manual analysis and making use of a computer during the process. To ensure 

trustworthiness in content analysis, the researcher should use the best tools available 

to gather data to answer the research question at hand (Elo, Kääriäinen, Kanste, 

Pölkki, Utriainen & Kyngäs, 2014). The researcher used content analysis because this 

technique can be applied to data in many different formats, including interviews, 

transcripts, films and audio recordings. 

 

Content analysis is the study of data that have been recorded in different formats, i.e. 

as texts, media files, or physical documentation (Elo et al., 2014). Content analysis is 

a method used in educational research to analyse data (Zhang & Wildemuth, 2009). 

As a user-friendly technique, content analysis helped the researcher to investigate 

conflict management within TVET Colleges. Different materials – including written 

documents and edited information – can be utilised for content analysis, which can be 

utilised to inspect large amounts of information (Cohen, Manion & Morrison, 2000). 

Content analysis describes the reading of data and includes images which are not 

necessarily part of knowledge (Krippendorff, 2004). It involves scrutinising the data for 

discussion and discovering patterns of meaning (Merriam, 1998). The process of data 
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analysis starts with collected information and then separating and regrouping this 

information within relevant categories (Henning, van Rensburg & Smit, 2004). 

 

Three types of coding are used to analyse data: open coding, axial coding, and 

selective coding. Open coding involves content to develop categories for analysing 

data. In this study, the transcribed interviews were analysed. As concepts and themes  

came up repeatedly in interview transcripts over the course of analysis, these were 

developed into categories by which to interpret transcripts going forward. Throughout 

the data-analysis process, the researcher kept notes and memos. These notes 

covered the questions asked by the researcher, connections identified between 

various abstract ideas, and themes that emerged (Briggs, Morrison & Coleman, 2012). 

Axial coding is a qualitative research technique that involves analysing data to reveal 

certain codes, categories, and subcategories within it (Strauss & Corbin, 1990). 

 

Selective coding occurs later in the data-analysis process and connects categories 

that emerged during open and axial coding. During this process, the various categories 

and their inter-relationships are put together to access more data. Data analysis is 

complete once the main idea has been identified from the coded data section and sub-

sections have been obtained through open and axial coding. The aim of this coding 

process is to establish a main activity around which everything else revolves. 

 

3.9 TRUSTWORTHINESS OF THE RESEARCH 

 

Trustworthiness in research refers to the amount of confidence that can be placed in 

the data-collection and interpretation processes as well as the research procedures 

used to obtain quality in a study (Connelly, 2016). In each study, it is the responsibility 

of the researcher to ensure that the procedures used can be considered worthy of 

consideration by readers (Amankwaa, 2016). Trustworthiness is a research term that 

refers to the confidence that the researcher has in the data collected. It is a measure 

of the quality of a study and interpretations contained therein (Nieuwenhuis, 2016). It 

concerns the level to which the collected and analysed data are convincing, so that 

one can rely on the study as true, honest and valuable (Lincoln & Guba, 1986). The 

researcher can ensure transferability by describing the research context to the 
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respondents. The four elements of trustworthiness are credibility, transferabi lity, 

dependability and confirmability, all of which are discussed below. 

 

3.9.1 Credibility 

 

The credibility of a study refers to the confidence that can be placed in the truth of both 

the information extracted from the collected data and, most importantly, the findings 

derived from this data (Connelly, 2016). It also pertains to the overall logic of a 

research study (Ihantola, Karavirta & Seppala, 2011). Credibility in qualitative research 

relates to the level to which information collected corresponds to the realities of 

everyday life. It is the degree to which this information is logical and there is agreement 

between the researcher and the participant to that effect. Different methods of data 

collection were used to ensure the quality of the present research study. These 

included document analysis as well as semi-structured interviews around participants’ 

experiences of conflict management within the workplace. In any study, the researcher 

must make sure that there is truth and honesty in the research, as this helps to ensure 

quality in qualitative research (Patton, 1990). 

 

3.9.2 Transferability 

 

Transferability refers to the usefulness of the information uncovered by a research 

study (Connelly, 2016). Also called “fittingness”, transferability is the level to which 

research findings can be applied (i.e. transferred) to other, somewhat similar settings 

(Streubert & Carpenter, 1999). The researcher must provide an understandable 

explanation of the data as well as sufficient information to enable the reader to assess 

the applicability thereof in other contexts. Transferring research findings in this way 

involves generalising the research findings of a particular study to apply to similar 

people, settings, surroundings and timeframes (Bitsch, 2005; Ihantola et al., 2011; 

Lincoln & Guba, 2000; Tobin & Begley, 2004). In the present study, it is important to 

determine whether or not the research findings can be transferred from TVET Colleges 

in Mpumalanga to those in other provinces of South Africa. The requirements for 

transferability, in this qualitative research context, dictate that the researcher must 
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provide reliable and complete information. The reader will be able to rate the 

significance and accuracy of the researcher’s findings. 

 

3.9.3 Dependability 

 

Dependability refers to the stability and accuracy of the information collected for the 

study (Connelly, 2016). Dependability, in the research context, refers to the 

steadfastness or reliability of research findings (Lincoln & Guba, 2000; Graneheim & 

Lundman, 2004). A study can be termed dependable if the data contained therein are 

believable and truthful. The researcher can achieve dependability by maintaining 

results (Lincoln & Guba, 1986; Streubert & Carpenter, 1999). A study is dependable 

when the research process has been fully verified so that other researchers may refer 

to it in their studies. In order to be dependable, research findings must be consistent 

and repeatable. Dependability is important because the quality of research is 

influenced by researcher’s personal construction of meaning, based on their own 

contexts. This is also determined by the researchers’ growing knowledge and 

understanding of the topic in question as they gather and interpret data (Merriam, 

1998). 

 

3.9.4 Confirmability 

 

Confirmability refers to the degree to which research findings are clearly based in fact 

and not skewed as a result of participants being manipulated, encouraged or 

incentivised (Lincoln & Guba, 2000). It is the extent to which other researchers can 

confirm a particular study’s data and findings (Anney, 2014). Confirmability is important 

to the research because it is connected with how the researcher avoids fabricating 

information in the data-collection process (Tobin & Begley, 2004). It concerns the 

development of the researcher’s interpretations and findings based on factual data, 

rather than their own preconceived ideas. 

 

Researchers have to provide evidence that their information has been audited 

(Usually by the research participants) to ensure that other researchers can confirm its 

reliability. In order to perform such an audit, the researcher must permit participants to 

read interview transcripts and notes to verify that interviews are accurately recorded 
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and interpreted. The researcher must also engage with participants to establish 

whether their findings are a true reflection of participants’ experiences. 

 

3.10 ETHICAL CONSIDERATIONS 

 

Ethical considerations relate primarily to the relationships between the researcher and 

the participants in a study. In a qualitative study, the researcher must get to know the 

participants in order to identify and understand their strengths and weaknesses 

(Silverman, 2000). In order to ensure a sound ethical grounding for the present study, 

the researcher obtained ethical clearance from the University of South Africa (UNISA) 

(cf. Appendix A), as well as permission to conduct the study from the Mpumalanga 

Department of Education (cf. Appendix B) and the selected TVET College (cf. 

Appendix C). 

 

In asking for permission to conduct research within an organisation, researchers must 

be aware that the research process may be an inconvenience to staff. The researcher 

must always treat the participants and others within the organisation with respect. This 

involves consistent honesty, diligence, creativity and integrity on the part of the 

researcher. In this way, the researcher honours their responsibility to recognise and 

protect research subjects’ human rights (Streubert and Carpenter, 1999). 

 

Researchers must maintain good relationships, founded on trust, with participants as 

their sources of information, while also preserving their anonymity to ensure a 

constructive outcome for the study (Burns & Grove, 2003; Streubert & Carpenter, 

1999). Ethical considerations form a particularly important aspect of the present study, 

in light of the sensitive nature of the research and participants’ consequent 

vulnerability. 

 

As such, the ethical considerations informing this study include consent, confidentiality 

and anonymity, privacy and participants’ freedom to withdraw at any time. Throughout 

the research process, it is the researcher’s responsibility to consider any potential 

consequences thereof that are likely to cause any physical or emotional harm to 

participants and other affected parties. The researcher must comply with certain rules 
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to ensure that quality and confidentiality are maintained in the study (Guillemin & 

Gillam, 2004). To render the study ethical, the researcher thoughtfully considered the 

participants’ rights to informed consent, privacy and confidentiality, anonymity, 

avoidance of harm, and voluntary participation. 

 

3.10.1 Informed Consent 

 

To facilitate informed consent, the researcher must carefully explain to participants 

what is expected and what is not expected of them. This enables those who are 

interested in participating to make informed decisions when they choose to take part 

in a study. Informed consent is a highly regarded element of research ethics that 

encourages the respectful treatment of research subjects (Denzin & Lincoln, 2000). 

 

In the process of securing informed consent, the researcher is also able to provide 

participants with a satisfactory explanation of the research project and what it will 

entail. As part of this, the researcher must clarify the amount of time required of each 

participant for their contribution to the research, the procedures to be followed, the 

mode of communication to be used, and the ways in which participants may be 

advantaged or disadvantaged by their involvement in the study. Participants must also 

be given to understand any risks posed by their involvement in the study. For the 

present study, the researcher took care to communicate to participants the aim, 

purpose, nature, data-collection methods, and extent of the research prior to 

commencing the study. This ensured that participants had an adequate understanding 

of the proposed research and their expected roles before committing to the project (cf. 

Appendix D). 

 

3.10.2 Privacy and Confidentiality 

 

Confidentiality refers to the researcher’s efforts to keep participants’ identities and any 

data concerning them from being discovered by others. For the present study, 

participants were given a guarantee that the name of the College in question would 

not be revealed to anyone outside of the study. The researcher promised the 

participants that their trust would not be abused for individual advantage (Lubbe, 2003) 

and that the data collected in the research would be used only for the purpose of the 
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research. The researcher emphasised her commitment to preserving participants’ 

privacy in collecting information from them and completing her study. The researcher 

also reassured the participants that their names would not be shared with anyone 

outside of the study. 

 

3.10.3 Anonymity 

 

Anonymity in research refers to the concealment of information regarding participants 

to ensure that their personal details remain unknown to all but the researcher (Trochim, 

2006). For the present study, the researcher preserved participants’ anonymity by 

utilising pseudonyms in place of their actual names. 

 

3.10.4 Voluntary Participation 

 

Participation in research is voluntary when people take part freely; i.e. without being 

forced to do so (Guillemin & Gillam, 2004). The researcher must ensure that 

participants’ withdrawal from a particular study does not affect their future prospects 

(Trochim, 2006). Research participants have the right to leave a study, free of any 

pressure not to do so. Accordingly, individuals who participated in the present study 

did so voluntarily. They were clearly informed that they were free to discontinue their 

participation if they so wished. Participants signed the consent form (cf. Appendix D) 

to this effect once they had been duly informed and before commencement of the 

study. 

 

3.10.5 Avoidance of Harm 

 

Harm that may be experienced by participants in a research study can be both physical 

and/or psychological and may take the form of, among others, stress, pain, anxiety, 

diminished self-esteem, or an invasion of privacy (Trochim, 2006). It is crucial that the 

research process does not cause any harm (unintended or otherwise) to participants. 

Research participants must be informed that every effort will be made to ensure that 

they are not physically or psychological harmed by their involvement in the research 

(Creswell, 2003). 
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3.10.6 Competence of the Researcher 

Researchers must ensure that they are sufficiently knowledgeable and skilled to 

perform the research task at hand and must always be forthcoming about their abilities 

in this regard. Even research that is well planned can fail if the researcher is not fully 

equipped with the knowledge needed to conduct it (Wiersam, 2000). The research 

process becomes difficult for participants when the researcher is not competent. By 

contrast, when the researcher is competent, participants’ tasks become significantly 

easier. The researcher’s previous studies and experience rendered her competent to 

conduct the present study. Further to this end, she worked closely with her supervisor, 

who guided data-collection methods. 

 

3.11 CONCLUSION 

 

This chapter outlined the methodology used by the researcher to investigate conflict 

management in the selected TVET College. The research approach was directed by 

a case study research design within one selected TVET College in South Africa’s 

Mpumalanga Province. Primary and secondary data were gathered via semi-

structured one-on-one participant interviews, as well as the analysis of relevant 

documentation. Content analysis was performed to interpret the data thus collected. 

The researcher then explored the various aspects of trustworthiness (that is, credibility, 

transferability, dependability and confirmability) as they pertain to the study at hand. 

Finally, the researcher discussed ethical considerations (including informed consent, 

privacy and confidentiality, anonymity, voluntary participation, avoidance of harm, and 

researcher competence) in relation to the research study. 

Chapter 4 presents the data gathered the research, as well as the researcher’s 

analysis and interpretation of the data. 
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CHAPTER 4 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.1 INTRODUCTION 

 

“In Chapter 3, the researcher explained the research methodology of her study. She 

motivated her choice of paradigm, namely the qualitative research paradigm, as 

opposed to a quantitative research paradigm. She further explained her choice of a 

case study for the research design and specified her case study’s population and 

sample, as well as the data collection instruments, which she implemented to collect 

data, namely semi-structured interviews and document analysis. The researcher also 

articulated that she would implement the steps suggested by O’Connor and Gibson 

(2003) to analyse the data that emerged during the data collection process. 

In Chapter 4, the researcher presents, analyses and interprets the data she collected 

from the study’s participants during the semi-structured interviews, as well as the 

data she collected from various relevant documents.” 

 

4.2 BIOGRAPHICAL DETAILS OF THE PARTICIPANTS 

 

The researcher conducted semi-structured interviews with four senior management 

staff (P4-P7) and three junior staff members (P1-P3) at the selected TVET College. 

These seven participants were selected to provide insight into the conflict currently 

being experienced at this institution. The researcher’s view is that identifying the types 

and causes of conflict experienced within the College would be the first step toward 

discovering possible solutions to assist all stakeholders (including the campus 

manager, heads of department, education specialists, and lecturers) in devising an 

impactful conflict management plan. 

 

It is the researcher’s assumption that such research could ultimately enhance the 

various role players’ commitment to the College and to one another, uniting and 

encouraging them to work through their conflicts together. Participants were selected 

from one particular Mpumalanga TVET College campus, based on the convenience 

and accessibility of its location and the willingness of staff members to participate in 

the research. These participants included both managers and lecturers of Level 2 to 
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Level 4 NC(V) students. Participants were purposefully selected according to their age, 

gender, experience, qualifications, race and positions within the College. 

 

Table 4.1: Participants in the Study 

 

Pseudonym  Description  Position  Gender  

P1  Lecturer without any experience  Junior staff member  Female  

P2   Lecturer with experience  Junior staff member   Male  

P3  Lecturer with experience  Junior staff member   Female  

P4  Experienced education 

specialist  

Senior management 

team member  

Male  

P5  Lecturer without any experience  Senior management 

team member  

Female  

P6   Campus manager  Senior management 

team member  

Female  

P7   Head of Department  Senior management 

team member  

Male  

 

In this research study, two experienced lecturers (P2 and P3) and one lecturer without 

experience (P1) were identified as junior staff members. They were coded as 

Participants 1 to 3 (P1-P3). Senior management team members were coded as 

Participants 4 to 7 (P4-P7). Codes were allocated to each participant in order to 

preserve their anonymity. Biographical information was obtained from each participant 

prior to the interviews and grouped under the appropriate headings. 
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Figure 4.1: Number of Participants in the Study  

 

As seen in Figure 4.1, three (3) junior staff members and four (4) senior management 

team members participated in the research study. 

 

 

Figure 4.2: Genders of Participants in the Study  

 

As indicated in Figure 4.2, one (1) junior staff member was male, two (2) junior staff 

members were female, two (2) senior management team members were male and two 

(2) senior management team members were female. The researcher tried to strike an 

even balance between the genders so that the results of the study would not be 

skewed in favour of either and sought to ensure little or no gender bias in the study. 

Furthermore, the researcher took care to treat lecturers and management team 

members as equals. 
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Figure 4.3: Ages of Participants in the Study  

 

Figure 4.3 presents participants according to their age groups. The figure shows that 

some junior staff members, as well as some senior management team members, fell 

into the 36-40 age bracket. There was an even spread of both junior staff members 

and senior management team members in the 41-45 age brackets. 

 

 

 

 

Figure 4.4: Years of Experience of Participants in the Study 

 

Figure 4.4 shows the number of years of experience of all seven participants in the 

study. The campus consists of both experienced and inexperienced employees. The 

number of years of experience of the various participants ranged from five or less 
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years to more than 15 years. It is evident that participants with more years of 

experience were appointed to management positions. 

Table 4.2: Highest Qualifications of Participants 

Qualifications  Junior Staff   

Members  

Senior Management  

Team Members  

PGCE   1  

Diploma in Education 1  1  

BEd  1   

Honour’s Degree  1  2  

 

One junior participant held a BEd degree. A second junior participant held an 

Honour’s degree, while a third junior participant who was in the 40+ age group held a 

Diploma in Education. This particular participant was employed when the campus’s 

minimum qualification required was a diploma. 

Only one had only an Educational Diploma but was in the 40+ age group, which means 

that they were employed when the campus’s minimum required qualification was just 

such a diploma. One senior management team member held a Post-Graduate 

Certificate in Education (PGCE), one helda Diploma in Education, and two held 

Honour’s degrees. The information collected from the management team is balanced 

because all the participants had different educational backgrounds. All of their 

qualifications were in the field of Education, although they specialised in different areas 

of Education. 

 

Table 4.3: Home Languages of the Participants in the Study  

Home Language  Frequency  Percentage  

Swati  2  28.5%  

Zulu  1  14.3%  

Xhosa  1  14.3%  

Sotho  1  14.3%  

Pedi  1  14.3%  

Tsonga  1  14.3%  

Total  7  100%  
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Swati was the most common home language among the study’s participants, four of 

whom were native Swati speakers (28.5%). The remainder of the group was made up 

of one Tsonga (14.3%), one Pedi (14.3%), one Zulu (14.3%), one Xhosa (14.3%), one 

Sotho (14.3%), and one Tswana (14.3%) speaker. This is unsurprising as the area in 

which the research was conducted is known to be multi-cultural. The data has been 

presented primarily according to the seniority of participants in the college, hence the 

two section headings: 

 

4.3 ANALYSIS AND PRESENTATION OF INTERVIEW DATA 

 

Semi-structured interviews were conducted with all participants, comprising junior staff 

members (P1-P3) and senior management team members (P4-P7). As this study was 

approached in context of an interpretivist worldview, the researcher valued each 

participant’s responses as highly significant. The researcher endeavoured to uncover 

participants’ subjective realities and clarify exactly what they meant by their responses, 

as is the responsibility of the interpretivist scholar (Blumberg et al., 2011; Rubin & 

Babbie, 2010). 

 

4.3.1 Data collected from Junior Staff Members (P1-P3) 

 

The researcher analysed all the responses collected from interviews with junior staff 

members at the College (cf. Appendix F). These responses are presented in the 

discussions that follow. 

 

4.3.1.1 Conflict issues experienced in TVET Colleges 

 

The researcher’s first question during each of the interviews (cf. Appendices F and G) 

sought to elicit data concerning the conflict-related issues experienced by each 

participant within the selected College. Hence, she asked: “What conflict issues are 

being experienced in TVET Colleges?” 

The researcher asked this question in order to find out what types of conflict, if any, 

were being experienced in TVET Colleges. 

The initial response from inexperienced junior lecturer, P1 was as follows: 
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I think high absenteeism [among] students is a burning issue in TVET Colleges. 

Most of our students are not attending their classes because most of my 

colleagues are not there for them. It makes teaching and learning [difficult]. Poor 

attendance [by] student[s] and staff members result[s] in poor performance. 

Madam, there are subjects, like Office Data Processing (ODP) and Information 

Processing (IP), [that] need to be done in class, with the support of their lecturers. 

 

The researcher then asked P1 what more she could reveal about absenteeism in the 

workplace and the effect it was having on the College. P1 explained that: 

Absenteeism decreases productivity in the workplace, because, if someone works 

less, productivity decreases. [Lecturers] all have different reasons for being absent 

from work, they have to be attended [to] by management. 

 

From this, the researcher gleaned that staff members who are generally absent from 

their duties are likely to underperform and this affects the overall performance of the 

College. When their colleagues are persistently absent, hardworking employees 

become discouraged because they have to work harder to make up for their 

colleagues’ absence. However, although student and lecturer absenteeism slows the 

progress of the institution, it sometimes cannot be avoided. GarcĆa and Weiss (2018) 

suggest that students from underprivileged families are more likely to be absent from 

school frequently. 

P1 also mentioned work pressure as a cause of conflict within the College: 

I think stress about my job is another issue. Madam, my job is stressful indeed. As 

a lecturer I must be prepared on a daily basis. It has a lot of administrative work. 

Since I’m lecturing three subjects from different classes, it means I have to prepare 

different files for different classes. 

Lecturers feel that they are overloaded with more work than they can handle, as they 

must all attend to class activities in addition to increasing administrative work. As part 

of the assessment process, lecturers have to mark tests and assignments and provide 

feedback thereon to students, in addition to recording and verifying these marks. 

 

P1 further discussed the lecturers’ responsibility to ensure that student portfolios are 

compiled in line with the College’s teaching and learning objectives. She stressed that 
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this tends to be a challenging activity, as most of the College’s lecturers are not familiar 

with this sort of task. Echoing lecturer sentiments like this, Booyens (2009) explains 

that most of the lecturers in TVET Colleges do not have the necessary formal 

qualifications to teach the subjects for which they are responsible. In other words, they 

have not been adequately prepared for all of their responsibilities, including daily 

administrative work, as teachers at the College. 

 

Meanwhile, P2, an experienced lecturer, mentioned a number of other issues causing 

conflict at the College: 

I think [a] lack of discipline, dedication and commitment are other issue[s] that [are] 

being experienced in TVET Colleges. 

The researcher asked the participant to elaborate on his response: 

Students who lack discipline, dedication and commitment are mostly disruptive in 

classes. Teaching and learning will not be effective because of them. Students 

who do not have goals and dreams are the mostly disruptive ones. Most of our 

Level 2 students are not committed; they cannot do their tasks when the lecturer 

is not monitoring them. They want someone to push them for their own progress. 

Students who are not disciplined also lack self-control and fail to make social skills 

[sic] with their classmates and this makes teaching and learning [...] ineffective. 

 

Rules and regulations play an important part in maintaining discipline with students, 

who should adhere to the College’s Code of Conduct for Students (Selected TVET 

College, 2013b). Students who are disruptive must be disciplined according to the 

College’s Disciplinary Policy (Selected TVET College, 2013), which should be applied 

without prejudice. 

 

Students need to be reminded that those who are disciplined and dedicated to learning 

have a better chance of success (Hattie, 2012). The College Disciplinary Policy 

(Selected TVET College, 2013a) indicates that the purpose of discipline is to correct 

unacceptable behaviour and encourage expected performance from students. 

 

P2 went on to discuss a further challenge that often leads to conflict in the selected 

College: 
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Another issue, ma’am, is [that], when we work in teams, [there] is [conflict]. As 

lecturers, we have different methods of doing our work and one [person] may 

sometimes force you to use her/his [method], while you feel yours is [simpler]. 

There was a time, [when] I was an assessor for the College assessment and my 

moderator wanted me to compromise the ICASS guideline[s] by not following the 

rules. That’s [when] there was an argument, until I report[ed] the case to my 

education specialist. 

Policies are created to guide the various processes involved in the functioning of TVET 

Colleges. In the case of assessments, all of these must be designed and administered 

in line with Internal Continuous Assessment (ICASS) guidelines for the National 

Certificate (Vocational) qualifications from the Department of Higher Education. 

Furthermore, all assessors must follow these guidelines when monitoring assessment 

procedures and processes. 

In her interview, experienced junior lecturer, P3 showed visible frustration while 

discussing concerns about the quality of the College’s teaching staff: 

 

I think [a] lack of TVET lecturing skills is an issue in TVET Colleges. Madam, most 

of us [have] secondary teachers’ qualifications [and] [the] skills to lecture in TVET 

Colleges. As lecturers, we are expected to develop teaching and learning 

resources that we are not familiar with. We don’t have specialised knowledge of 

what we are lecturing and we are expected to perform. I’m one of those who have 

been recruited from [a] basic education [background] because of my work 

experience. [At] the time [when] we went to tertiary institution[s], none of the 

institutions was offering TVET qualifications. Ma’am, it also affects our 

performance negatively. 

 

P3 added that other factors, which made it difficult for lecturers to carry out their roles 

effectively, also played a role in the development of conflict within the College: 

 

[...] we have limited resources [at] our campus. We hired 10 classes from the 

[nearby] high school. The classes that we have are not enough for the courses 

that we are offering. 
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An increase in lecturer knowledge and skills is crucial in order for them to become 

more productive. Over 90% of the lecturers employed at South African TVET Colleges 

do not have the necessary combination of academic, teaching and workplace 

qualifications – they only have a Diploma in Education (McBride, Papier & Needham, 

2009: 8). Teachers should demonstrate both subject content knowledge (SCK) and 

pedagogical content knowledge (PCK) (Shulman, 1986), if the teaching and learning 

process is to be successful. As part of this process, it is important for the College’s 

management team to arrange lecturer training by qualified experts to bridge this 

knowledge gap. 

 

4.3.1.2 Entities responsible for managing conflict 

 

Conflict needs to be managed in TVET to limit its negative aspects and to increase its 

positive elements. For this reason, the researcher asked each of the participants: “Who 

is responsible for managing conflict in TVET Colleges?”. 

 

P1 responded as follows: 

 

Ma’am, I think all employees working in TVET Colleges are responsible for 

managing conflict. As employees, we must work according to our positions. When 

problems arise in my own class, as a person being responsible [for] that particular 

period, I must resolve the issue. A subject lecturer has been given [the] 

responsibility of managing her or his period. This means, when there are conflicts 

in my subject, I must be responsible for resolving the issues. When it is beyond 

my authority, my education specialist (ES) will intervene. To tell you more about 

responsible people for managing conflict [–] top management [is] responsible for 

strategic decisions and to support staff. Middle-line management [is] responsible 

for tactical conflict and lower-level management [is] responsible for operational 

conflict. 

 

It is clear that the participant felt that dealing with conflict is the responsibility of 

everyone at the College, within their specific spheres – a sentiment echoed by many 

of the other participants. Indeed, the Department of Higher Education and Training’s 

policies for dealing with such matters dictate that different types of managers from 
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different departments are responsible for conflict management – a process that is also 

guided by these policies. 

 

According to Lunenburg (2012), top management is responsible for an organisation’s 

strategic plan, while middle management is responsible for resolving specific 

problems, in accordance with each individual’s position and related authority. 

Operative management, including lecturers, is expected to resolve its own conflict, 

according to the powers associated with each employee’s particular positions. 

 

P2’s commentary on the topic of the apportioning of responsibility for conflict 

management within the College echoed Lunenburg’s sentiments: 

 

As a junior staff member, I’m responsible for resolving all issues that disrupt the 

smooth running of my class. You must remember, ma’am, that there are duties 

allocated to all of us. In my case, I resolve the issues according to [the] powers 

given to me. When students in my subject are not performing well, I’m the one 

responsible for finding out what is the cause and deal[ing] with the cause. When 

challenges arise in the computer laboratory, [it] is the responsibility of an 

Information and Technology [Department] staff member to come and resolve the 

problem, according to her [sic] knowledge. We resolve conflict according to the 

power vested [in] us. 

 

In order to better understand P2’s statements, the researcher asked further questions 

exploring this participant’s views on how the team resolved problems collaboratively 

within the College. 

In response, P2 explained that: working as a team helps us to combine our individual 

skills and strengths so that they complement each other. There are challenges like 

leakages of question papers. To resolve different conflict[s], I need different opinions 

[for] how to deal with the issue[s]. As a lecturer, I only have academic information. 

There are some issues that I cannot resolve alone – like maintenance [issues require 

help from] support staff, because they possess that knowledge. 

 

From these responses, it is evident that conflict hinders progress in TVET Colleges 

and that teamwork is needed to manage this conflict. Teamwork minimises the 
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likelihood of failure by combining various skills, opinions, knowledge and strengths to 

manage different conflict situations. In this way, teamwork can combat destructive 

conflict and improve productivity. 

 

This aligns with the views of Sanyal and Hisam (2018), who assert that teamwork 

assists in developing workers’ skills by allowing each team member to contribute 

positive ideas, feedback on their unique experiences, and different points of view. 

 

P3 explained the functioning of the various departments responsible for conflict 

management within TVET Colleges: 

 

[The] Department of Higher Education and Training, College management team, 

campus management team, as well as their staff members in different 

department[s] are responsible for conflict management in TVET Colleges... [The] 

Department of Higher Education and Training (DHET) [is] responsible for 

establishing policy guidelines to be implemented in TVET Colleges. The policies 

from DHET [guide] TVET Colleges to manage different types of conflict that may 

arise within the workplace. Madam, I can give you examples of what I’m saying. 

In order to manage conflict for all staff members and students, there are codes of 

conduct [for] staff and for students. In case of discipline, the [Disciplinary Policy] 

and Code of Conduct [Policies are] implemented. To resolve admission problems, 

there are Admission Policy guides. 

 

Policies established at national level and College level are vital, as they provide a 

roadmap for day-to-day operations. Policies ensure that laws and regulations are 

complied with, as they provide guidance for decision-making and streamlining internal 

processes. It is crucial to use policy guidelines and procedures, as they improve 

coherence in the governance of TVET Colleges (Afeti, 2007) and provide direction on 

how to manage conflict without discrimination. 
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4.3.1.3 Why conflict needs to be managed 

 

Conflict is a natural part of the workplace. It is thus important for those in the TVET 

College environment to understand conflict and to know how to resolve it in order for 

all employees not only to be productive, but also to feel happy and secure in thei r 

positions. 

 

The following section reveals junior staff members’ responses when asked about why 

it is important for conflict to be managed in TVET Colleges, 

 

P1 responded that it is very important to manage conflict within TVET Colleges: 

 

Ma’am, I think it is important to manage conflict because it helps employees to find 

solution[s] to any problem and [enables] successful implementation of opinions. It 

is important to address a problem at the right time to prevent conflict and its 

consequences at a later stage. It is not advisable to ignore conflict, as the results 

will not be pleasing. When you manage conflict, tensions will be reduced in the 

workplace and employees will feel motivated and give their level best to the 

institution. Another thing, ma’am, is that no one gains from conflict; instead, it 

destroys your happiness. When you manage conflict, it helps in the strengthening 

of relationship[s] among employees and everyone is ready to help each other. 

Employees who are always happy in the workplace feel motivated to work together 

and it improves performance. No one wants to feel neglected [in] the workplace 

and carry tension back home. 

 

Eager to learn more about P1’s thoughts on the importance of not ignoring conflict, the 

researcher asked her to elaborate. P1 responded as follows: 

 

It is important to manage conflict because disagreements and conflicts act as a 

hindrance in improving results [–] even the flow of information to employees will 

be disturbed. The information never [takes] the correct and desired form as a result 

of conflict and, eventually, there will be a decrease in production. Conflict 

management plays a very important role [in] workplaces, as it prevents 

unnecessary fights and makes TVET Colleges a better place to work. 



 

 

78 

These sentiments are in keeping with those expressed by McKibben (2017), who 

stresses that a great leader facilitates the necessary arrangements and level of 

compromise to resolve conflict among subordinates. McKibben (2017) adds that, when 

individuals involved in a conflict situation are included in the process of resolving it, 

each of them feels empowered to accept their share of the responsibility for the conflict. 

It is always important that all role players are willing to make the necessary 

adjustments to resolve conflict, rather than maintaining the workplace conflict by 

continuing to squabble with one another. Conflict and disagreements only lead to 

negativity and issues are never resolved in the absence of proper conflict 

management. 

 

P2’s response regarding the importance of conflict management in TVET Colleges 

was as follows: 

 

I think [conflict] needs to be managed because it only leads to tensions and 

depression [for] employees. There is nothing productive that comes out of conflict. 

 

When asked to elaborate on this statement, he had the following to say: 

 

Conflicts and disagreements only lead to negativity and employees will be 

demotivated. Things will never reach a conclusion as long as there is conflict. 

Conflict only adds [to] the tensions and makes life hell [for] employees. It actually 

leaves everyone involved drained and spoils your reputation. All employees in 

TVET Colleges should try their level best to avoid conflict [in] the first place, rather 

than resolving it later. Precautions must be taken at the right time to [prevent] a 

conflict from escalat[ing]. The issues resulting in a conflict must be controlled and 

managed at the right time to avoid the eruption of a big fight. Conflict management 

plays an important role everywhere – at workplaces and even in our personal lives. 

Fighting never makes anyone happy and, actually, it causes depression, 

frustration and life to be miserable. 

 

It is important to resolve conflict and not allow it to escalate. Conflict management 

motivates employees to work hard and it increases workplace productivity. Everyone 

wants to be motivated and happy at work, in a peaceful environment conducive to the 
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achievement of work outcomes. Those involved in a conflict situation must resolve it 

as soon as possible, to prevent it from hampering employee efficiency. Effective 

conflict management reinforces the bond among workers, as it eliminates or adjusts 

the circumstances responsible for said conflict. 

 

When asked why it is important to manage conflict in TVET Colleges, P3 shared the 

following thoughts: 

 

I think conflict need[s] to be managed to prevent fights [among] the employees 

and to ensure they concentrate on their work. Organisations [run] for profit, not for 

charity. It has to make money to survive well. Employees must concentrate at work 

to ensure the maximum productivity. Good performance will never come out if the 

employees are constantly engaged in fighting and criticising others. Conflict 

management and positive resolution in TVET Colleges encourages mutual [... ] 

respect among employees [and] promotes the delivery of high-quality care to 

students. 

 

P3 went on: 

 

It is important to avoid conflicts to a great extent and [this] also reduces the stress 

and tensions of the employees and increases production. No employee likes to 

carry his [sic] tensions back home, so conflict needs to be managed before it ruins 

the smooth running of the institution. 

 

Effective conflict management enhances employees’ productivity and prevents 

dissatisfaction among them. It is essential to manage conflict effectively in order to 

reduce employees’ frustration and stress levels. In this way, good conflict management 

helps TVET College employees to be more productive. Indeed, Juneja (2001) 

indicates that effective conflict management decreases the stress and pressures 

experienced by workers and so brings peace to the workplace. 
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4.3.1.4 How conflict issues could be managed 

 

Finally, the researcher sought these junior participants’ suggestions for how conflict 

could be managed within the College. 

P1 shared the following ideas on the subject: 

I think confrontation could assist in managing conflict in TVET Colleges. It is 

important to confront a person you have conflict with. People who use [a] 

confrontation [al] style see conflict as natural and helpful and it can lead to proper 

solution[s], if it is handled properly. If a person uses confrontation, [they] avoid 

gossips and a person tends to trust others and everyone will be satisfied. 

Confrontation helps to obtain [the] best solution. Ma’am, confrontation allows for 

honesty and transparency in our relationships in the workplace. Confrontation is a 

necessary skill we must grow accustomed to. Despite popular belief, the 

appropriate way to deal with problems you may have with another person is to 

approach them directly. 

This participant felt that it is important to confront the person with whom you are in 

conflict in order to resolve that conflict and find a solution. This would also serve to 

give peace of mind to everyone else in that environment. In confronting an individual 

with whom one is in conflict one can be honest about one’s feelings and allow oneself 

to be vulnerable (Thakore, 2013). On the topic of the ideal manner in which to manage 

conflict in TVET Colleges, P2 offered another viewpoint: 

 

Ma’am, I think avoiding could also help to resolve the conflict in TVET Colleges. If 

I feel that the person is too aggressive to be confronted and resolve the problem, 

[it] is better for me to avoid confrontation. [An] avoiding strategy may help to 

maintain relationship[s] that would be hurt by conflict resolution and [is] a very 

effective way to affront [sic] conflictive situations [in the] short term. The reason 

why I think [an] avoiding style could work is because it serves as a tactic style to 

wait for the conflict to calm. 

 

In some cases, it may be important to wait for the atmosphere to calm down in a 

workplace conflict situation, before attempting to actively resolve it. However, while 

avoidance of conflict can be used in the short term, it may not resolve the issue in the 

long run. Thomas (2008) indicates that the avoidance approach to conflict can be 
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utilised to delay the need for conflict resolution for a later, more suitable time. This 

approach can also be utilised to withdraw safely from an unstable situation. 

 

P3 suggested still other techniques for resolving conflict in TVET Colleges: 

 

I think accommodating, compromising and collaborating could be used to manage 

conflict [...] Ma’am, I think, for the sake of peace in the workplace, [it] is better to 

accommodate conflict when it arises. Accommodating could also help to avoid 

fights, as you tell yourself to let it go and you continue with your own life. Another 

style that can help to manage conflict is compromising. It is better to find a solution 

that will suit the two parties. Lastly, is collaborating; it is important to manage a 

conflict by confronting and trying to find a creative solution to an interpersonal 

problem in the workplace. 

 

Accommodating, compromising and collaborating could be used to manage conflict 

within TVET Colleges. It is important to take into consideration that there are different 

styles that could be used to manage conflict. Thomas (2008) indicates that 

accommodating involves complying with another person’s expectations, even though 

you may not agree with them. When collaborating, a person begins to work with the 

other individual to discover a solution that completely satisfies the needs of both. 

Finally, compromising entails agreeing to a workable arrangement that partially fulfils 

the needs of both parties. 

 

4.3.2 Data collected from Senior Management Team Members (P4-P7) 

 

All senior management team members were interviewed and responded positively to 

the study. Again, the researcher realised that each response only reflected that 

particular participant’s perceptions and subjective experience of reality. The 

researcher, as an interpretivist, rejects the concept that research is value-free. Rather, 

in accordance with the views of Blumberg et al. (2011), she contends that the 

responses that she collected were socially conditioned and reflected the motives and 

beliefs of the participants interviewed. 
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4.3.2.1 Major challenges and problems experienced on the campus 

 

The researcher began each of her interviews with senior management team members 

by asking the participant to identify the potentially conflict-triggering challenges and 

problems that they were then facing on their campus. 

P4, an experienced education specialist, said the following in reply: 

 

I am an Education Specialist (ES) [at an] engineering site, where we are offering 

civil engineering. Limited resources are a problem that frustrates the whole 

department; i.e. lecturers and students. It makes my job [...] difficult, as an 

education specialist. We have only one computer laboratory to utilise. It is difficult 

to go an extra mile when you have limited resources. During assessments times, 

it becomes a challenge because invigilators have to invigilate until after hours, as 

they will have to give assessments according to the available resources. Ma’am, 

lecturers are overloaded with work as we don’t have enough human resources, as 

you know that staff members are employed according to the number of students 

you have. 

 

This participant felt that limited resources, both human and physical, play a major role 

in the effective running of the College. It seems that student results in the department 

are influenced by a number of issues. Limited human resources mean that those in 

the field tend to be overloaded with work, which affects results and fosters negative 

attitudes. Arends and Kilcher (2010) argue that campus management ought to create 

and maintain healthy learning environments that will advantage both lecturers and 

students. A positive learning environment contributes to the achievement of 

excellence. 

 

P5, an inexperienced lecturer and senior management team member, showed visible 

frustration when discussing the challenges faced by students: 

 

Ma’am, I am an education specialist for [the] student support office, dealing with 

students’ matters. Home and community issues [are] serious problem[s] that affect 

the smooth running of my department. Most of our students are living [amid] 
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poverty, community violence, homelessness, and domestic violence. This also 

[affects] their performance negatively. 

 

She then went into further detail about the help that her office seeks to offer to students 

facing such challenges: 

 

As [the] student support office, we encourage and assist our students to apply for 

National Student Financial Aid Scheme (NSFAS) to pay for their education. When 

they don’t get assistance, they drop out; this is because of accommodation, 

transport and food problems. 

 

It seems that many students, although they have access to further education and 

training, are living in poverty, in households where there is conflict between parents, 

and even in child-headed households. Such students are unlikely to reach their true 

potential because of the stress that their home environments create for them. Students 

need support from the campus, their parents, and the community in order to progress 

and do well in their courses. Wise (2015) concurs with such sentiments, arguing that 

a lack of parental and community support, as well as poverty and homelessness, make 

it difficult for students to successfully complete their education at TVET Colleges. 

These challenges can lead to conflict within TVET Colleges, as lecturers have a duty 

to ensure that learners reach their full potential, despite their circumstances. 

 

P6, the selected College’s campus manager, also raised the issue of limited resources 

during her interview: 

 

I will first indicate the [issue] of having limited resources; i.e. limited staff members. 

I work as a campus manager and also do the work that was supposed to be done 

by [a] personal assistant. I am heading the campus and do all the administration 

work. I work under pressure. 

 

Indeed, the researcher’s study revealed that most senior staff members are 

overloaded with management work and are often ineffective and inefficient as a result. 

They do not perform the way they are expected to perform. They are always stressed. 

Colleges have set budgets and need to work within these budgetary constraints. 
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Hence, it is often the case that, when a person is promoted to a higher-level post, a 

new staff member is not employed to fill their former position. As a result, the remaining 

staff members have to take on more work. In keeping with this, Wise (2015) recognises 

that most supervisors feel totally overwhelmed. In spite of persistent career 

advancement among College staff members, it is difficult to implement continually 

evolving educational and after-school programmes, particularly when a number of new 

activities are all introduced in a short amount of time. 

 

P7, one of the College’s heads of department, also mentioned the College’s limited 

resources as a source of conflict: 

 

Having limited resources is the most frustrating part in our institution. We don’t 

have our own infrastructure; we have rented [classrooms] in the nearby high 

school. We don’t have enough computer laboratories. 

 

From statements like this, the researcher came to understand that it is not easy for the 

campus to be functional if there is no support from the central office. During the 

interview, the participants indicated that the campus does not have enough resources, 

both human and physical. Employees are overloaded and it affects their performance 

negatively. If the central office does not intervene and assist to rectify the situation, 

this issue will ultimately affect the overall performance of the College. Rigby and 

Bilodeau (2011) explain that resources are no longer merely desired; they are needed. 

All employees need sufficient resources to perform their duties effectively. It is a major 

challenge when employees have limited resources because this affects their daily 

performance negatively. 

 

It is clear from the participants’ responses that limited resources present a burning 

issue that needs to be resolved. It has been emphasised that limited resources 

frustrate employees and students and could very easily lead to conflict within the 

College. 

 

P6 explained in his response on how College admission requirements tended to cause 

problems and inevitably resulted in conflict within the institution: 
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Another thing, ma’am – the admission requirements [are] a problem. Learners who 

passed Grade 9, 10, 11 and who failed Grade 12 are [all] admitted in one class. 

 

It seems that, even though there is a policy to guide the admission of students to the 

College, there is increasing variance in admitted students’ proficiency and 

achievement levels. This places strain on lecturers attempting to educate students in 

large classes comprising such varying levels of student ability. The result of this is 

often ill-discipline and discord in the classroom. 

 

4.3.2.2 Entities responsible for managing problems on campus 

 

The researcher then questioned participants about who was responsible for solving 

problems on the campus. 

 

P4 responded as follows: 

 

As campus management team [members], we work together to resolve all types 

of problems in the campus. As an education specialist in [the] engineering 

department, I’m the one responsible for all the problems that may arise in the 

department. When lecturers are not performing, I’m responsible for [finding] out 

why and [giving] support where needed. If the problem is beyond my authority, I 

report the matter to my HOD. 

 

Teamwork is important in the workplace. Employees must work together to accomplish 

their goals. Subordinates must know the goal of the education specialist in their 

department in order to work towards that goal. Support must be given consistently to 

all subordinates in order for them to perform optimally. Teamwork is used to improve 

coordination and cooperation, empower people, harness creativity and innovation, and 

cut overhead costs in the workplace (Daft and Marcic, 2016).  It facilitates cooperation 

and participation within management teams and ensures the continued progress of 

organisations. 

 

P5 also mentioned the role that teamwork plays in the efficient running of the College: 
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As an education specialist in student support services and dealing with students ’  

affairs, I find it crucial to work with other campus management teams. Teamwork 

[allows] me to split difficult tasks in my department into simpler ones, then work 

together to complete them faster. Sharing ideas and opinions develop[s] 

specialised skills, so that the best person for each task can do it better and faster 

[...] When we work as a team, it motivates us to resolve the issues and build strong 

relationship[s]. 

 

Longenecker et al. (2020) explain that, no matter the type of challenge facing campus 

management, teamwork guarantees that performance remains optimal and objectives 

are accomplished. 

 

P6 also identified teamwork as the best solution to College challenges and conflict: 

 

As a campus manager, I have been employed to carry [out] all the strategic 

decisions in the campus. I must ensure that [the] campus is performing and there 

is [service] delivery. Teamwork helps me a lot as, I always resolve campus 

problems with [the] campus management team (CMT). 

 

The campus management team works together to support the vision of the campus. 

Their working together helps to resolve all the problems they have on the campus. 

Problems may be brought to the campus manager’s attention, but everyone must work 

together as a team in order for the campus to be effective.  

 

The campus manager’s role in taking responsibility for all issues emerging on their 

campus. Campus managers are employed to execute management and 

administration functions on an everyday basis, overseeing all campus personnel in 

their management of complex problems. 

 

On this topic, P7 had the following to say: 

 

As the HOD of the campus, I’m here to support the vision of the campus by 

supporting the campus manager. In order to resolve all kinds of problems that may 
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arise, we work as a team. I work with my ESs to resolve problems in their 

department[s]. I also work with the campus manager to resolve the issues 

concerning the campus. One cannot work in isolation when problems arise, but 

we work together. I also work with the National Accredited Technical Education 

Diploma (NATED) (R191) coordinator to resolve problems when they arise in 

NATED (R191). 

 

As pointed out by P7, no employee can work in isolation. Employees need to work as 

a team to accomplish their goals. Teamwork combines skills and knowledge to resolve 

problems when they arise. P7’s responses are in keeping with the views of Hon, 

Chana and Lu (2013), who suggest that teamwork helps solve problems. Collaboration 

can aid in solving difficult challenges, as group brainstorming offers an opportunity for 

team members to trade ideas and to come up with creative ways of tackling problems. 

By working together, groups can discover the ideal solutions to the challenges they 

face. 

 

From these interview responses, it is evident that teamwork plays an important role in 

resolving problems on the selected campus. All participants emphasised the 

significance of teamwork and how it enables them to combine their collective 

knowledge, skills and ideas to resolve problems and avert conflict on campus. 

 

4.3.2.3 Why conflict management is important in the workplace 

 

As discussed in the literature review, it is important to articulate the reasons why 

conflict management is important in preventing the escalation of conflict in any 

organisation. The researcher thus wanted to know if the managers she interviewed 

fully understood the importance of conflict management and so she questioned them 

on the subject. 

 

P4 responded as follows: 

 

I think, in order to reach [the] same objectives and target[s], conflict management 

must be in place. Stress disappears, all workers become motivated and happy. 

The workplace becomes a much better place to stay as a result of conflict 
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management. Conflict management helps us to work in a good environment. It 

also increases productivity. 

 

In keeping with this statement, Chand (2015) explains that conflict management can 

minimise the chances of non-productivity. It is the duty of all employees on campus to 

develop methods to keep the incidence of conflict to a minimum. Conflict management 

helps managers to identify and handle conflict in a professional manner. Because 

conflict is a natural and inevitable part of the workplace, it is important that the 

workplace contains people who are able to identify conflict and who know how to 

resolve it. 

P5 echoed her colleague’s sentiments on this subject: 

 

I think it helps us to identify the problem areas. Conflict management exposes the 

conflict areas. It also helps us to identify conflicts early [and] their cause[s]. It 

prompts us to come up with conflict measures (resolutions). It helps us to 

strengthen the interpersonal relations. 

 

Conflict between lecturers and students mostly affects students’ academic 

performance. It is thus essential for conflict to be identified and resolved before it 

escalates. Working environments cannot survive without the formulation of techniques 

to resolve internal struggles and this has to be done as soon as possible. 

 

P6 added further thoughts to our discussion of why conflict management is important: 

 

I think it improves communication. When stress disappears, workers are 

motivated. It also improves productivity. It is very important because it is always 

wise to predict a fight [in] the first place, rather than facing negative consequences. 

 

Unresolved conflict detracts from team spirit on campus and may also give rise to 

divisions amongst employees. Fortunately, effective conflict management can 

strengthen the bonds between employees, improve productivity, and reduce stress. 

This is partially because, as Chand (2015) explains, conflict management improves 

communication amongst employees. In this regard, P7 expressed similar sentiments 

to those of his colleagues: 
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Managing conflict in the workplace reduces tensions and employees feel 

motivated to give their level best to the institution. No one gains from conflict. It 

also helps in the strengthening of bond[s] among the workers and everyone is 

ready to help each other. 

 

Conflict management strengthens and promotes good relationships among 

employees. In so doing, it fosters a safe and healthy working environment, free of 

stress. According to Chand (2015), all managers in any organisation should be in 

favour of resolving issues in order to maintain a peaceful workplace. It is important to 

resolve conflict in order to relieve employees of their stress. When employees are not 

happy, it is difficult for them to be productive. Unresolved conflict brings tension to the 

campus. 

 

It is evident, from their responses, that the managers at the selected College are highly 

aware of the importance of conflict management and that it reduces stress and 

promotes good relationships among employees. 

 

4.3.2.4 How conflict is managed 

 

In their interviews, the researcher asked each of the senior management team 

members how they resolved conflict on their campus. 

 

P4’s response was as follows: 

 

It is important to understand the nature of the problem before I resolve it. It is 

important to have more information on what caused the disagreement instead of 

depending on the rumours. I will figure out what fuelled the disagreement before 

resolving it. I must also consult with the relevant policies and guidelines related to 

the problem. If it is not complicated, I will ask them to work it out. 

 

P4’s response underpins the general consensus among scholars (as described in the 

literature review) that it is important to identify the causes of conflict before attempting 

to resolve it. It is crucial that managers listen to both sides of the story before making 



 

 

90 

any judgements. This will help managers to develop a clear picture of what exactly is 

creating team disharmony. It is a major responsibility of managers to help prevent 

future instances of conflict by regularly consulting with all team members (Rees & 

French, 2016). 

 

P7 placed similar emphasis on the importance of identifying the causes of conflict 

before attempting to resolve it: 

 

It is important to gather information before resolving the conflict. I will hold 

discussions and brainstorm before attempting [to solve] the problem. Once I have 

more information about the problem, it is important to bring the parties together 

and act as [a] facilitator. 

 

It is essential to understand what causes the conflict before there is an attempt to 

resolve it. Employees must be as self-sufficient as possible. It is not always necessary 

for a manager to react to every employee’s complaint. 

 

P5 described her approach to conflict management as follows: 

I identify and define the problem [and then] contact and discuss [it] with the 

affected employees [...] I want to be neutral always. I do not take sides as a 

manager. After resolving the problem, I take the best solution and we implement 

it. I have to monitor [the situation] after resolving the conflict. 

 

It is important for managers to follow the appropriate steps when attempting to resolve 

conflict between employees. Then, once the conflict has been resolved, it is vital for 

managers to monitor the situation to ensure that there is no further conflict. It is also 

important to assess the extent of the problem before attempting to resolve it. As Rees 

and French (2016) assert, the nature and causes of a problem need to be clear before 

an attempt is made to resolve it. 

 

P6 referred to various methods of conflict management, as well as the guidance 

provided by relevant policies, in her commentary on the matter: 
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It is important to use formal methods and procedures to resolve conflict that [is] 

not resolved. I only use formal methods if methods are not working. It is not always 

the case where policies and guidelines will be used. 

 

The participant explained that informal methods are used to resolve minor conflict; 

however, conflict management policy guidelines are applied to serious conflicts. In the 

statements stated by the senior management team members, Rees and French (2016) 

stress the importance of finding out the causes of a conflict situation and consulting 

with those on both sides thereof before attempting to resolve it. Discrimination must 

be avoided. Rees and French (2016) further suggest that it is important to use 

guidelines and policies to resolve problems when other methods have failed. 

 

4.3.2.5 Managers’ suggestions for conflict management or resolution 

 

In finishing off her interview with each senior management team member, the 

researcher sought to gather suggestions for how best to manage or resolve conflict. 

 

P4 offered the following suggestions: 

 

It is important to accept that conflict exists and is natural. This will help the 

manager to resolve it. It is important, ma’am, to learn that conflict is unavoidable 

in order to manage it. It is also important for the manager to know that conflict 

arise[s] in order for change to happen. All these [points] will help the manager to 

look for ways to resolve it. [...] when you deal with conflict, be calm. 

 

It is vital for managers to remain neutral when attempting to resolve conflict. It is also 

helpful for managers to plan how to deal with the various involved parties, in order to 

avoid discrimination and favouritism. 

 

According to Clarke University (2020), managers should avoid intervening in minor 

conflict situations, rather affording the involved parties the opportunity to deal with it 

themselves. Conflict is natural and cannot be avoided, but it can be managed if the 

involved parties understand how to do so. 
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P5 emphasised the importance of active listening when attempting to manage conflict: 

 

It is important ma’am to listen to the problem actively, in order for you to analyse 

it before resolving it. It is important to work with how you feel about the conflict. 

You must also indicate [...] your specific problem and the impact of it. After 

knowing the nature of conflict, you will be able to analyse it. Analysing the conflict 

will help the manager to clarify the specific problem. 

 

No one can manage conflict without first analysing it to understanding its nature. When 

there is conflict, managers should remain neutral and use language that reflects their 

neutrality. They must not allow their emotions to control them. It is important for 

managers to remain calm when dealing with conflict. Managers should be specific in 

their communication and clear up any misunderstandings (Clarke University, 2020). 

Conflict can be resolved, but only if the chosen solution is specific enough and clear 

to all parties. 

 

P6 emphasised the importance of impartiality and teamwork in conflict management: 

 

Madam, it is important to separate the person from the problem. One must view a 

problem separately from the specific behaviour. Work together with the conflicting 

party. It will help each person [to] stop placing blame and take ownership of the  

problem. Work together and listen to each other to solve the conflict. 

 

It is important to work together when there is conflict. This will assist the various parties 

involved to resolve it with ease. Managers should take a creative approach to conflict 

resolution. Such creative thinking will assist managers in identifying solutions that will 

satisfy everyone involved. 

 

Notwithstanding this, it is crucial that managers avoid settling for agreements reached 

too quickly, as these may not last. Brainstorming sessions are required in order to 

identify all conceivable alternatives before the ideal solution can be selected (Clarke 

University, 2020). Conflict can only be settled by somebody who is creative and 

prepared to analyse the situation before drawing any conclusions. 

 



 

 

93 

Similarly to his colleagues, P7 stressed the significance of clear communication and 

understanding in any attempt to manage conflict. He also pointed out the importance 

of confidentiality in this context: 

 

You must be specific when you resolve conflict. It is important to give clarity about 

the nature and the root cause of the conflict in order for everyone to understand it. 

Give clarity [on] whatever happened in order for the problem to be resolved. 

Confidentiality is needed. It is advisable to tell the people who are in conflict to 

deal with it without involving other employees. 

 

Confidentiality must be maintained throughout the process of conflict management. 

The parties involved must not be allowed to draw other employees into the situation. 

Furthermore, minors must be kept away from conflict situations. According to Clarke 

University (2020), conflicting parties require open space in which to feel comfortable 

while addressing their issues. Secrecy is also required to keep sensitive details from 

spreading beyond the individuals directly involved in a conflict situation. It is advisable 

to discuss the matter only with the conflicting parties, without involving any other 

workers. 

 

4.3.3 Summary 

 

From the various participants’ responses, it is clear that the TVET College selected for 

this study is as vulnerable to conflict as any other organisation. Both senior managers 

and junior employees experience conflict that must be managed in order for the 

College to run effectively. In every instance of conflict, the root of the problem must be 

identified in order for the appropriate conflict-management style to be selected and 

applied. It is the responsibility of stakeholders within the College to ensure that conflict 

is properly managed. With teamwork, all employees will be able to contribute their 

ideas about how to manage conflict. Anything related to conflict must be reported 

immediately in order for it to be properly managed. Limited resources present the most 

challenging source of conflict. This must not be ignored, as the College cannot function 

effectively without sufficient resources. 

 



 

 

94 

Figure 4.5 Number of Junior Staff Members and Senior Management Team in the 

study. 

 

 

Figure 4.5 present participants who participated during research interview according 

to their seniority. P1 – P3 were junior staff members while P4 –P7 were senior 

management team. 

 

4.4 CONTENT ANALYSIS 

Content analysis is a qualitative research tool utilised to identify and study particular 

words, ideas or themes within a selected set of qualitative data (Columbia University 

Mailman School of Public Health, 2022), which may include text, audio-visual media, 

symbolic materials, and physical items. In this study, the transcribed interviews were 

analysed. As concepts and themes came up repeatedly in interview transcripts over 

the course of analysis, these were developed into categories by which to interpret 

transcripts going forward. Throughout the data-analysis process, the researcher kept 

notes and memos. These notes covered the questions asked by the researcher, 

connections identified between various abstract ideas, and themes that emerged 

(Briggs, Morrison & Coleman, 2012).” 

 

 

0

1

2

3

4

5

6

7

8

P1 - P3 P4 - P7 Total no. of Participants

No. of Junior Staff Members and Senior Management Team 
in the Study.

Junior Staff Members Senior Management Team Total no. of Participants



 

 

95 

 

It is one of the research tools commonly used in educational research (Zhang & 

Wildermuth, 2009). A major benefit of content analysis is that it can be applied to 

inspect large amounts of information (Cohen et al., 2000). It involves scrutinising the 

data for discussion and discovering patterns of meaning (Merriam, 1998). To begin 

the process of data analysis, the researcher transcribes collected information and then 

sections and groups the transcribed data into classifications relevant to the research 

focus (Henning et al., 2004). This enables the classification of data in terms of codes, 

categories, themes, and units of meaning. 

 

Largely because it is such a user-friendly research tool, content analysis was 

particularly useful to the researcher in her study of conflict management within TVET 

Colleges. The units of meaning, codes, categories, and themes identified in her 

content analysis of the aforementioned documentation are tabulated in Table 4.4 

below. 

 

Table 4.4: Content Analysis 

 

Themes   Codes  Categories  Units of Meaning 

High rates of 

student 

absenteeism.  

Students are not taking 

their studies seriously.  

Lack of 

seriousness.  

Students must have vision 

while studying.  

Poor student 

performance 

resultant of high 

rates of 

absenteeism.  

Students who are not 

committed perform 

poorly.  

Lack of 

progress.  

Responsiveness of 

students to their school 

work.  

Employee work 

stress.  

Employees have 

insufficient time to 

complete their work.  

It is stressful.  Work experience reduces 

workload.   
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Excessive 

amounts of 

administrative 

work for 

employees.  

Employees’ jobs entail a 

great deal of paperwork 

and record keeping.  

Record 

keeping.  

Work experience makes 

tasks easier to complete.   

A lack of discipline 

and dedication.  

Students are badly 

behaved and are not 

focussed on their 

schoolwork.  

Lack of 

commitment.  

Commitment in the work 

makes task to be easier.  

Limited resources 

on campus.  

The campus does not 

have enough resources 

to enable employees to 

work effectively.  

Shortage of 

resources.  

Enough resources must be 

made available for use at 

all times.  

The need for 

teamwork to 

resolve conflict.  

Working together 

enables employees to 

resolve conflict in a 

constructive way.  

Effective 

teamwork.  

Togetherness amongst 

employees strengthens the 

team.  

 

4.5 ANALYSIS OF DATA FROM DOCUMENTS 

 

Document analysis is a method used to analyse documents, both in hard copy and 

electronic formats. It entails the analysis and interpretation of data in order to gain 

knowledge about and develop a clear understanding of a particular issue (Corbin & 

Strauss, 2008; Rapley, 2007). 

 

The following are the advantages of document analysis: 

 

• Document analysis saves time and is an efficient method to use. Document 

analysis only requires data selection and not data collection. 

• Many documents, including organisational policy documents, are available to 

researchers. These can be accessed without first having to obtain their authors’ 

permission. Such documentation is also frequently available on the Interne t, 

making it highly accessible. 
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• Document analysis is cost effective because the data of interest have already 

been collected and documented so researchers need only track down these 

documents in order to obtain this information. 

• Document analysis provides consistent information, since the researcher is 

unable to make alterations to written information. These documents also remain 

accessible for repeated reviews. 

• Document analysis yields precise information because names, references and 

other details are included without any change. 

• Documents can cover long spans of time and many different events and 

settings. 

Nevertheless, document analysis also has its disadvantages: 

 

• It is not detailed. The information that the researcher obtains is insufficient. The 

information is not enough for the researcher’s purposes and so cannot fully 

answer the applicable research questions. 

• It is sometimes difficult to retrieve documentation. Access to documents may 

sometimes even be blocked intentionally. 

• The information contained in documents may be biased. The information 

contained in official documentation may be unduly aligned with corporate 

agendas. 

 

For the present research study, document analysis involved reading and interpreting 

various College policies, manuals, letters, memoranda, and charts. The purpose was 

to gain a better understanding of how conflict is resolved and managed in the selected 

College. The researcher recorded the words and images contained in these 

documents without making any alterations. The Disciplinary Policy for Students 

(Selected TVET College, 2013b) outlines College expectations regarding student 

behaviour. The College uses this policy as a guideline in implementing fair disciplinary 

procedures. This facilitates the effective running of the institution, while also ensuring 

the safety and fair treatment of all its students. The policy states that no disciplinary 

action shall be considered against a student unless he/she is afforded an opportunity 

to plead his/her case. According to this policy, students must be given an opportunity 

to defend themselves before any final judgement is passed. The policy also protects 

students’ rights and shields them from discrimination. The Students Protest 
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Intervention Policy (Selected TVET College, 2017f), meanwhile, provides guidance on 

how students should conduct themselves during protest action. It provides guidelines 

on who is responsible for managing student protests and how they should be 

managed. It also dictates the manner in which the College’s student representative 

council (SRC) should communicate with the campus student liaison officer and 

campus management team. 

 

The policy further provides guidelines on how student grievances should be submitted 

to class representatives, who are responsible for forwarding them to the office of the 

SRC. According to this policy, students have the right to protest, but they are not 

allowed to prevent other students from continuing with their learning process. Students 

who chose not to attend protests are also protected by the policy, as it dictates that 

protests may not be compulsory and that no student can be forced to participate in 

them. The Code of Conduct for Educators Policy (Selected TVET College, 2013a) 

provides guidance on acceptable and forbidden lecturer and senior management staff 

member behaviours. It guides all staff members on how to conduct themselves in the 

workplace. According to this policy, lecturers have certain rights but there are also 

some actions that are not allowed on the campus. Lecturers are expected to behave 

as mentors, parents and advisers to their students. They must lead their students by 

example. 

 

The selected College’s Admission and Enrolment Policy (Selected TVET College, 

2015) outlines the various learning programmes offered at the College and dictates 

the correct enrolment procedures for each of them. This document details the 

prerequisites for admission to each programme, outlines the enrolment process, and 

specifies the initial registration fee and financial aid options available to students. 

Furthermore, to avoid confusion among prospective students, the Admission and 

Enrolment Policy explains the level of education that candidates must possess in order 

to be eligible to enrol for each of the programmes on offer. According to this policy, 

candidates must meet the relevant admission requirements in order to be admitted to 

their programmes of choice. It also indicates the staff members responsible for 

admissions, as well as all admission protocols to be followed. It reserves the College’s 

right to admit or deny admission to students in accordance with this policy. 
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The TVET Internal Continuous Assessment ICASS Guidelines for the NC(V) 

qualification (DHET, 2020) are also in use at the selected College. As mandated by 

the South African Department of Higher Education and Training, the application of 

these guidelines in the student assessment process is compulsory nationwide. These 

guidelines (DHET, 2020) dictate the quality assurance mechanisms to be applied to 

the moderation, monitoring and verification of NC(V) assessments. This serves to 

quantify and preserve the credibility of the NC(V) qualifications. Furthermore, the 

guidelines – to be used in Levels 2, 3 and 4 – serve the important purpose of providing 

lecturers with support in the implementation of the ICASS curriculum. This includes 

the setting of ICASS tasks and assessment tools, moderation of ICASS tasks, and 

recording of ICASS marks. One of the primary dictates of this policy is that 

assessments’ quality must be checked before they are given to students to complete. 

 

The national policy document, Guidelines for the Conduct and Administration of 

Examination in the TVET Programmes (DHET, 2017) dictates regulations and 

procedures for TVET College examinations. The document applies to both NC(V) and 

Report 191 (NATED) examinations. It details regulations regarding how examinations 

should be conducted, who is responsible for the management thereof, examination 

requirements, invigilation of examinations, question papers, and marking guidelines. 

These marking guidelines dictate the manner in which script marking and submission 

of marks should be handled. The policy document further dictates reporting 

procedures for examination irregularities detected during writing and marking 

sessions, as well examination paper leakages and fraud. It also indicates the manner 

in which scripts should be despatched after examinations have been written. Such 

guidelines ensure consistency in the conduct and administration of examinations. 

 

The Work-Based Experience (WBE) Implementation Framework (Selected TVET 

College, 2013c) is a document that assists students in understanding the experience 

of the workplace in their chosen fields of training. As part of this, the framework 

provides guidance to students regarding workplace-relevant learning and 

communication skills. This trains students to be productive in teams and to engage 

effectively with customers. The document also assists the student support office and 

campus management in handling student misbehaviour within WBE programmes. All 

of these policies and guidelines, when correctly observed, can aid in preventing conflict 
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and improving staff members’ knowledge and understanding of how conflict can be 

resolved. The use of policies and guidelines also eliminates discrimination, favouritism 

and being biased when conflict is resolved. Different policies and guidelines should 

thus be used in resolving different types of conflict. 

 

4.6 CONCLUSION 

Chapter 4 covered the analysis, presentation and interpretation of data collected for 

the research study. It discussed how, since the Department of Higher Education and 

Training introduced the NC(V) at public Colleges in 2007 (DHET, 2007), many 

challenges leading to conflict have arisen within TVET Colleges and similar 

institutions. Interviews with junior staff and senior management team members 

revealed that limited physical and human resources and under-qualification and 

insufficient job proficiency among lecturers are some of the primary causes of conflict 

in TVET Colleges. In Chapter 5, the researcher summarises the research study, 

presents the findings, and offers recommendations based on the analysis of data 

presented in Chapter 4. 
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CHAPTER 5 

FINDINGS AND RECOMMENDATIONS OF THE STUDY 

5.1 INTRODUCTION 

 

In Chapter 4, the researcher presented, analysed and interpreted the data that 

emerged from the semi-skilled interviews and documents. The aim of Chapter 5 is to 

present a summary of its major findings, to discuss the implications of these findings, 

to make recommendations based on these findings and their implications, and to draw 

final conclusions. 

 

5.2 MAJOR FINDINGS 

 

The findings of this research study will now be discussed, in relation to the research 

question, sub-questions, and the study objectives. 

5.2.1 Identification of Conflict experienced in TVET Colleges 

 

As mentioned in Chapter 1, the first objective was to identify the types of conflict 

experienced by the various stakeholders within the selected TVET College. The types 

of conflict that have been identified are: Dysfunctional conflict, functional conflict, goals 

conflict, interpersonal conflict, intrapersonal conflict, personality conflict and intra 

group conflict. The researcher’s findings in this regard can be summarised as follows. 

 

In their interviews, participants raised the issue of high absenteeism among both 

students and lecturers (cf. 4.3.1.1) as a major source of conflict. The researcher 

learned that student absenteeism is caused by poverty in the community – most 

students cannot afford to pay for transportation to and from the campus. A lack of 

discipline and dedication among students was another issue raised by participants (cf. 

4.3.1.1). The researcher also learned that lecturers are overloaded with work. 

Participants also cited the difficulty of having to work in teams with assessors and 

moderators with whom they are at odds as a cause of conflict. They further raised 

concerns about TVET College lecturers’ inadequate skills and knowledge – most of 

the lecturers have only a Teaching Diploma in Education (cf. 4.3.1.1). 



 

 

102 

The researcher discovered that resources on the campus are limited and that this 

makes it difficult for employees to do their jobs properly. In his interview, the education 

specialist for engineering indicated his frustration at the campus having only one 

computer laboratory to cater for all its students. All participants also raised the issue 

of lecturers being overloaded with work because the campus does not have sufficient 

human resources (cf. 4.3.2.1). The researcher also learned that most of the College’s 

students are living in poverty, amid community and domestic violence, and some are 

even homeless. When students do not receive financial assistance, they drop out of 

College (cf. 4.3.2.1). Participants also discussed challenges surrounding the College’s 

admission requirements, lamenting the fact that students who have passed Grades 9, 

10 and 11 are admitted to the same levels as Grade 12 repeaters. The participants 

explained that this practice discourages higher-achieving students (cf. 4.3.2.1). Thus, 

in terms of the types of conflict experienced within the selected TVET College, the 

researcher’s findings are as follows: 

 

Finding 1: Student absenteeism is caused by poverty within the community. 

Finding 2: Lecturers are overloaded with work. 

Finding 3: The campus has limited resources and this makes employees’ jobs difficult 

to do. 

Finding 4: Conflict discourages employees from performing their work to the best of 

their abilities. Hence, all types of conflict must be resolved so that employees are 

motivated to work hard. 

 

5.2.2 Responsibility for managing Conflict within TVET Colleges 

 

The second sub-objective supporting the main research aim of this study is to explore 

how conflict within a selected TVET College in Mpumalanga can be effectively 

managed. Most of the policies relating to management in TVET Colleges have been 

developed by the South African Department of Higher Education and Training (DHET) 

(cf. 4.4). Over the course of her study, the researcher learned that all College 

stakeholders are responsible for resolving conflict in the institution and that all 

participants must accept this responsibility. She learned that the responsibility for 

managing specific conflict situations is determined by the organisational level on which 

they occur. Top-level managers are responsible for managing strategic conflict, mid-
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level managers must handle tactical conflict, and lower-level management are 

responsible for dealing with operational conflict. As such, employees must manage 

conflict according to the powers vested in them by their positions within the College. 

The researcher also learned that teamwork is a good solution used to manage conflict 

within the workplace (cf. 4.3.1.2). 

 

Furthermore, the researcher discovered that the Department of Higher Education and 

Training (DHET) is responsible for establishing policies and guidelines for resolving 

conflict within TVET Colleges. Additionally, participants indicated that the College had 

developed its own policies, derived from DHET policies, in order to resolve conflict 

within the College and that the College has different departments responsible for 

resolving various matters. The College’s Student Support Services (SSS) Department 

is responsible for all student matters, including the placement of students in Work 

Based Experience (WBE) positions during school holidays. When students have 

problems, the SSS Department is always there to intervene (cf. 4.3.2.2). 

 

In addition to accepting their own responsibilities to manage conflict in the College, the 

research participants indicated that teamwork is an important aspect of conflict 

management in their workplace. Teamwork helps employees to accomplish their 

goals. It enables team members to combine their skills, strengths, knowledge and 

ideas to resolve conflict. Working as a team helps managers to divide up and delegate 

difficult tasks to the appropriate staff members in order to prevent and manage conflict 

within the College. All employees within the College must support the vision of the 

campus manager by resolving problems within their respective departments. Being 

able to work as a team also improves productivity as it motivates employees to work 

harder (cf. 4.3.2.2). Thus, in terms of who is responsible for conflict management within 

the selected TVET College, the researcher’s findings are as follows: 

 

Finding 1: All College stakeholders are responsible for resolving conflict within the 

College. Conflict must be resolved according to the organisational level on which it 

occurs. 

Finding 2: Policies and guidelines must be utilised to resolve conflict when it arises. 

The DHET has formulated such policies and guidelines and TVET Colleges must 

implement them. 
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Finding 3: Teamwork is important in the workplace. It helps employees to accomplish 

their goals. 

 

5.2.3 Why Conflict needs to be managed in TVET Colleges 

 

The third sub-objective supporting the main research aim was to establish why it is 

important for College management to address conflict effectively. It is evident from all 

the participant interviews, document analysis and literature reviews that, although 

conflict is unavoidable, it needs to be managed before it can escalate and disturb the 

smooth running of an organisation. Participants told the researcher that it is important  

to manage conflict because this helps employees to find solutions to any problem. The 

researcher learned that conflict management is a key mechanism to improve 

performance, reduce tension, and motivate employees. Conflict management 

prevents unnecessary fights from occurring on campus and strengthens employees’ 

relationships with one another (cf. 4.3.1.3). 

 

It is of the utmost importance to resolve conflict whenever it arises. Through her study, 

the researcher discovered that conflict is a hindrance to the progress of any institution. 

There is nothing productive that comes out of conflict as arguments and dissatisfaction 

lead to destruction and demotivated employees. Conflict leaves everyone involved 

feeling drained and reduces their job satisfaction. Everything that comes from conflict 

must be resolved immediately to avoid the escalation thereof (cf. 4.3.1.3). When 

effective conflict management is in place in TVET Colleges, it encourages mutual 

respect among employees and promotes the delivery of high-quality education to 

students. Conflict management reduces the stress of the employees and increases 

productivity. Conflict must be managed in the selected TVET College before it derails 

the smooth running of the institution (cf. 4.3.1.3). 

 

Conflict management must be in place in order for TVET Colleges to achieve their 

objectives. It fosters a healthy working environment, increases productivity, and helps 

employees to identify and expose problem areas before they escalate. Through 

conflict management, communication improves, and stress disappears. Conflict 

management strengthens and promotes good relationships amongst employees (cf. 

4.3.2.3). It is important because it reduces employee stress levels and enhances 



 

 

105 

productivity. Conflict needs to be managed in order to prevent employee 

dissatisfaction. 

 

5.2.4 How Conflict issues in TVET Colleges can be managed 

 

The fourth and final sub-objective supporting the main aim of this research study was 

to determine the ways in which conflict could be managed in the selected TVET 

College. According to the data analysis, conflict needs to be confronted in order to be 

managed. Conflict needs to be confronted to prevent gossip from arising and facilitate 

honesty among employees. Across the board, research participants felt that it is best 

to approach the person with whom one is in conflict and work together to resolve issues 

(cf. 4.3.1.4). 

 

In some instances, people use avoidance to resolve conflict. The participants indicated 

that conflict avoidance should only be employed when one or more of the involved 

parties is aggressive and or difficult to engage with. The participants all agreed that, in 

such cases, avoidance can save relationships that may otherwise have been 

destroyed by conflict. Furthermore, the participants tended to use avoidance as a tactic 

to delay attempts at conflict resolution until the parties involved are calmer (cf. 4.3.1.4). 

One participant indicated that accommodating, compromising and collaborating could 

be used to manage conflict. Accommodating conflict prevents fights in the workplace 

and is used to make peace between conflicting employees. Some participants felt that 

it was advisable to use compromise to manage conflict, as this involves finding a 

solution that satisfies all parties concerned. Collaboration was also identified as a 

possible conflict-management style for use in TVET Colleges (cf.4.3.1.4). 

The researcher learned that, before conflict can be resolved, it is important to identify 

and understand the type of conflict at play, as well as what has caused it. Conflict 

management in TVET Colleges is guided by relevant policies and guidelines, 

developed by both the DHET and the Colleges themselves. The researcher also 

learned that, when conflict is not complicated, the involved parties can be left to resolve 

it without their managers’ intervention (cf. 4.3.2.4). 

 

Participants also mentioned that conflict can be mediated by a manager who remains 

neutral. In all of their responses, participants promoted the use of formal methods and 
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procedures to resolve conflict. One of the participants indicated that it is important to 

gather information before attempting to resolve conflict (cf. 4.3.2.4). Thus, the 

researcher’s findings regarding how to resolve conflict in the selected TVET College 

are as follows: 

 

Finding 1: Conflict needs to be confronted in order to be managed. Conflict needs to 

be confronted in order to prevent gossip from arising and foster honesty among 

employees. Participants in the study felt that it is best to approach the person with 

whom one is in conflict in order to resolve the problem together. 

Finding 2: Avoidance of conflict is only advisable when one or more of the involved 

parties is aggressive or difficult to engage with. 

Finding 3: Accommodating, compromising and collaborating are effective conflict 

management strategies. 

Finding 4: Conflict can be mediated by a manager who remains neutral throughout the 

process. 

 

5.3 IMPLICATIONS OF RESEARCH FINDINGS 

 

This section discusses the implications of the research study’s findings in context of 

its main research aim and sub-objectives. 

 

5.3.1 Conflict experienced in TVET Colleges 

 

Study participants described high absenteeism amongst both students and lecturers 

within TVET Colleges. Absenteeism affects students’ performance as it prevents them 

from meeting their learning objectives. Practical subjects, like Office Data Processing 

(ODP) and Life Orientation Computer (LOC) need to be practised, as they are not 

purely theoretical subjects that students can study on their own. Lecturers are 

expected to be in regular attendance, fulfilling their roles and responsibilities to ensure 

that their students are properly educated and that their performance consistently 

improves. (cf. 5.2.1). Lecturer absenteeism deprives students of the opportunity to 

achieve their potential. Student absenteeism, meanwhile, causes them to miss out on 

valuable learning experiences and prevents lecturers from achieving their pass-rate 
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targets. From participants’ interview responses, the researcher established that it is 

only when students and lecturers work as a team that progress can be made and 

sustained. It is evident that lecturers and students need to be made aware of the 

negative impact of absenteeism on general performance and end-of-year results (cf. 

5.2.1). 

 

When lecturers and students lack commitment and discipline, progress cannot be 

made. People who desire progress in their lives must show commitment in everything 

they do (cf. 5.2.1). The researcher noted that employees who work as a team are 

better able to achieve their common goals. Assessors and moderators need to be 

equipped with the relevant knowledge of the Specific Outcomes (SOs) and Learning 

Outcomes (LOs) which are to be assessed. Moreover, assessors and the moderators 

must not be allowed to compromise the quality of examination papers to suit their own 

ends (cf. 5.2.1). Rather, examination papers should reflect a standard of education 

befitting an institution of higher learning. 

 

Working in an institution where both human and physical resources are in short supply 

is frustrating and demotivating for employees of the selected TVET College. Employee 

underperformance in the College is largely due to excessive work pressure resultant 

of staff shortages. This is not good for employees’ health and level of job satisfaction. 

Employees need to work in a healthy, stress-free environment (cf. 5.2.1). 

 

This lack of resources limits participants’ ability to fully fulfil their roles and 

responsibilities within the College. Any organisation with limited physical and/or 

human resources is likely to underperform. 

 

Furthermore, insufficient lecturer knowledge and experience of TVET subjects 

negatively contributes to the performance of students attending the College. Most of 

the College’s lecturers have an Education Diploma and have been recruited from a 

Basic Education background, based on their work experience. This has a negative 

impact on the College, as many staff members do not possess the knowledge and 

skills required to teach their subjects properly (cf. 5.2.1). 
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5.3.2 Responsibility for managing Conflict within TVET Colleges 

 

During the research study, the TVET College employees interviewed disclosed that 

they worked as a team to manage issues arising on campus. These employees do not 

view the operations of the College as a one-man show. Rather, all staff members are 

all involved in the functioning of the College. Teamwork is clearly considered to be 

important, as it promotes healthy relationships among employees. It also helps the 

institution to accomplish its goals. Employees combine their skills, strengths, 

knowledge, and ideas to resolve conflict within the College together. Such teamwork 

is desirable as it fosters unity, reduces employee stress levels, and increases 

productivity (cf. 5.2.2). 

 

The methods used by the employees to resolve issues within the College were shown 

to be effective. The participants reported that upper-, middle-, and lower-level 

management team members worked together in teams, taking collective responsibility 

to resolve any conflict that arose within the College. There appeared to be order in the 

College’s conflict-resolution processes, with DHET policies and guidelines employed 

to dictate procedure. According to the participants, these policies and guidelines are 

used to resolve conflict appropriately and prevent discrimination and bias from 

emerging in the process (cf. 5.2.2). 

 

TVET Colleges have various structures in place to handle conflict situations. This 

includes some education specialists who are responsible for academic matters and 

others, within the student support office, who are responsible for student affairs. The 

College’s HOD supports all education specialists as well as the campus manager. This 

hierarchical structure ensures that all employees know the process to follow and where 

to seek assistance when challenges arise. Teamwork facilitates the task of the DHET 

and College and campus management teams to ensure the smooth running of the 

College. This includes conflict management and resolution (cf. 5.2.2). 

 

5.3.3 Why Conflict needs to be managed in TVET Colleges 

 

During the research study, the researcher noted that conflict must be managed so as 

to maintain order within any organisation. Conflict management contributes positively 
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to the smooth running of institutions like the selected TVET College. Effective conflict 

management makes it easy for employees to find solutions to problems. Conflict needs 

to be managed so that employees can work in a healthy and constructive environment. 

Where there is effective conflict management, there is job satisfaction as well as strong 

relationships and peace among employees (cf. 5.2.3). 

 

It is important to resolve conflict when it arises, as conflict creates stress and 

demotivates employees. Managing conflict reduces employees’ stress levels and 

increases productivity. Conflict leaves everyone in the workplace drained and affects 

their motivation and performance levels. Because conflict is a hindrance to the 

progress of an institution, issues resulting from conflict must be resolved and managed 

timeously to avoid the escalation of conflict to unmanageable levels. Conflict must be 

managed before it affects the smooth running of the institution (cf. 5.2.3). 

 

Conflict management plans must be put in place in order for the College to achieve its 

objectives. Effective conflict management fosters a constructive working environment 

and positive atmosphere. When this is the case, employees are able to identify and 

expose the causes of conflict when it arises and thus develop workable solutions to 

these problems. The researcher also noted that effective conflict management 

improves the quality of communication within the College (cf. 5.2.3). 

 

5.3.4 How Conflict in TVET Colleges can be managed 

 

Over the course of her research study, the researcher discovered that there are 

various possible styles or tactics available for resolving conflict before it can escalate. 

These include: avoidance, accommodation, confrontation, compromise and 

collaboration. Unresolved conflict causes tension and stress among the selected TVET 

College’s employees. Through her document analysis and participant interviews, the 

researcher noted that it is better for involved parties to resolve conflict face-to-face (cf. 

5.2.4). The researcher also noted that avoidance can be used in order to provide time 

for conflict situations to calm down and sometimes virtually resolve themselves before 

any intervention is attempted. Aggressive people rarely want to be approached when 

they are in conflict. Avoidance is therefore an important conflict-management strategy 

as it can help to save relationships that might be destroyed by active conflict-resolution 
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measures (cf. 5.2.4). Accommodating conflict prevents fights from breaking out in the 

workplace and can be used in order to keep the peace between employees. 

Compromise can be used in order to develop solutions that satisfy all involved parties. 

Collaboration promotes creativity in conflict management. The nature of conflict should 

be understood before any attempt is made to resolve it (cf. 5.2.4). 

 

5.4 RECOMMENDATIONS FROM THE STUDY 

 

This section offers a number of recommendations with regard to managing conflict 

within Mpumalanga TVET Colleges. These recommendations have been derived in 

accordance with the sub-objectives detailed in Chapter 1 and the related findings 

presented in sub-sections 5.2.1–5.2.4. 

 

5.4.1 Conflict experienced in TVET Colleges 

 

The first set of recommendations has been drawn from findings with regard to conflict 

experienced in Mpumalanga TVET Colleges (cf. 5.2.1). It is noted that Colleges and 

their campuses each experience various types of conflict that need to be managed – 

these are identified in Section 5.2 of this document. The campus on which the 

participant interviews were conducted experiences high levels of student and lecturer 

absenteeism, as well as a marked lack of commitment and discipline among students. 

Student absenteeism is mostly caused by poverty in the community, as students 

cannot afford to pay for daily transportation to and from their classes (cf. 5.2.1). All of 

these problems reduce productivity in the institution. 

 

5.4.1.1 Recommendation 1- Implement policies 

 

This study recommends that DHET and College conflict management policies be put 

in place to manage absenteeism in future. It is recommended that the Public Further 

Education and Training College Attendance and Punctuality Policy be given to 

students during their induction, to make sure that all students know what is expected 

of them. It is further recommended that the Disciplinary Policy for the selected TVET 
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College (2013a) be given to students to read and acknowledge, as this could 

diminish discipline-related challenges. 

 

5.4.1.2 Recommendation 2 – Assist students to apply for funding 

 

Students experiencing financial difficulties must be encouraged to apply for National 

Student Financial Aid Scheme (NSFAS) funding. The Student Support Service office 

is responsible for assisting students to apply for funds and explaining how the funding 

application process works and how students can qualify for NSFAS funding. Students 

must be assisted in applying for tuition, travel, and accommodation allowances. 

 

5.4.1.3 Recommendation 3 – Apply ICASS Guidelines for NCV Qualifications 

(2020) 

 

As indicated by one of the educational specialists interviewed for the study, assessors 

and moderators often compromise the standards of their examination question papers 

(cf. 5.2.1). Assessors and moderators must apply the ICASS Guidelines for the NCV 

Qualifications (2020) consistently and conscientiously when setting assessments. 

 

5.4.1.4 Recommendation 4 – Provide sufficient resources 

 

As discussed, TVET Colleges are poorly resourced in terms of both human and 

physical resources. Poor staffing, unqualified and inexperienced staff members (cf. 

5.2.1), and ill-equipped campuses hamper the ability of both staff members and 

students to perform optimally. Employees are given insufficient resources with which 

to perform their daily activities (cf. 5.2.1) and fulfil their roles and responsibilities. It is 

recommended that the College management team ensures that lecturers are suitably 

qualified and experienced by developing their skills through in-service training and be 

provided with sufficient resources. This will ensure improved performance from both 

lecturers and students and the goals of the College will be attained 
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5.4.2 The responsibility for managing conflict within TVET Colleges 

 

The next recommendation has been derived from the findings with regard to who is 

responsible for managing conflict within TVET Colleges. Conflict is natural and cannot 

be avoided, but it can be managed. Managers and employees are encouraged to 

resolve conflict before it escalates (cf. 5.2.2). 

 

The research findings indicated that everyone in TVET Colleges is responsible for 

resolving conflict when it arises. Employees work as a team, guided by DHET policies 

and guidelines for TVET Colleges (cf. 5.2.2), to resolve conflict. In addition, TVET 

Colleges have their own policies and guidelines derived from DHET policies (cf. 5.2.2). 

It is noted that upper-, middle- and lower-level managers are responsible for resolving 

conflict (cf. 5.2.2) in accordance with their levels of authority and the relevant policies. 

Employees should be issued with all applicable policies and guidelines as part of their 

induction upon commencing their involvement with the College. The same applies to 

students, as indicated in the previous section (cf. 5.2.2). 

 

5.4.2.1 Recommendation 5 – Members of staff must manage conflict 

 

It is recommended that all members of staff at TVET Colleges be held responsible for 

conflict management, relevant to their level of authority, and that policies and 

guidelines be observed to guide the process of conflict management and resolution. 

 

5.4.3 Why Conflict needs to be managed in TVET Colleges 

 

This recommendation has been derived from the researcher’s findings with regard to 

why conflict needs to be managed in TVET Colleges. It is clear that conflict is prevalent 

in this TVET College and that it needs to be managed before it can escalates and 

impairs the progress of lecturers and students (cf. 5.2.3). Conflict management 

strategies and structures must be place to help employees find solutions to the 

different types of conflict they experienced. Conflict management must be applied in 

order to improve performance, reduce tensions, and increase motivation among 

employees and students (cf. 5.2.3). The researcher recommends that all parties within 

the workplace must be taught that conflict is natural and inevitable in any ongoing 
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relationship, as this type of knowledge will enable them to resolve conflict when it 

arises. 

 

5.4.3.1 Recommendation 6 – Conflict-management training for employees 

 

It is recommended that managers and their subordinates in all departmental levels 

undergo conflict-management training. They must be taught about how to identify and 

approach different types of conflict and the various strategies to be employed when 

managing conflict. It is recommended that all staff members undergo conflict-

management training that incorporates all five styles of conflict management to ensure 

that they are equipped to handle any conflict situation with which they are confronted. 

 

5.5 REQUIREMENT FOR A CASE STUDY 

 

This research case study was limited to the TVET College sector in the Mpumalanga 

Province of South Africa. Only one College and campus from the province was 

included in the case study. Data were only collected from seven participants, including 

three junior staff members and four senior management team members – all from the 

same campus. The participants were not easily accessible because the study was 

conducted during the College’s assessment period and, as many participants were 

invigilating, the researcher had to wait until they had completed the invigilation process 

to interview them. In addition, social-distancing measures implemented during the 

Covid-19 pandemic necessitated that follow-up interviews (for clarification) be 

conducted telephonically, instead of in person. 

 

The researcher also had limited physical space in which to conduct her interviews. 

Campus management allocated the boardroom for this purpose but several 

participants offered to be interviewed in their own offices. The fact that the study was 

conducted during the College’s assessment period limited the amount of time available 

for the researcher to conduct her interviews. In addition, participants were often tired 

at the time of their interviews because of all the activities in which they were then 

involved. 
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5.6 SUGGESTIONS FOR FURTHER RESEARCH 

 

An interesting potential avenue for further research would be to repeat the present 

study in all of the campuses of the selected TVET College, in addition to the one 

already investigated by the researcher. Future researchers first check the academic 

calendar of the college and discuss suitable dates for data collection with the college 

management. Furthermore, future research ought to address the main topic of this 

study, namely conflict management strategies rather than possible measures to 

improve the employees’ working conditions by addressing resource shortages, 

limitations in the number of programmes offered, and excessive workloads. In addition, 

a quantitative study with a survey questionnaire could elicit useful information on the 

subject of conflict management in TVET Colleges. Using quantitative is fast and simple 

as the data you are collecting is often ‘close-ended’, which means that participants are 

choosing clear-cut multiple choice answers, such as yes/no, or agree/disagree. If a 

greater number of participants were included in future studies, more extensive data 

could be collected from a wider range of participants. Future studies could also look 

into possible measures to improve the employees’ working conditions by addressing 

resource shortages, limitations in the number of programmes offered, and excessive 

workloads. 

 

5.7 CONCLUSION 

 

The aim of this research study was to identify how conflict within a certain TVET 

College in South Africa’s Mpumalanga Province can be effectively managed? TVET 

Colleges form part of a new sector of the South African education system, established 

to assist students to become skilled workers in functional trades. TVET Colleges 

present opportunities for young people and adults to develop skills and accumulate 

knowledge in their chosen fields of study. These Colleges experience unique 

challenges as a result of being fairly unfamiliar to many people. As such, students and 

staff at these institutions need support in order to grow and achieve their potential. 

 

The case study revealed that educators currently employed at this TVET College 

operate in environments that are not conducive to providing students with a sound 

education and sufficient preparation for trade-related workplaces. Furthermore, the 
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researcher discovered that conflict was being experienced on the selected campus 

due to a number of factors. In order for TVET campuses to be effective and achieve 

their goal of preparing students for the workplace in various trades, conflict within these 

Colleges needs to be managed effectively. This can be achieved via staff training in 

conflict management and resolution, as well as guidance from the relevant DHET and 

College policies. 
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B: Request for Permission to Conduct Research within a Certain 

Mpumalanga TVET College 

 

 

Title of research: CONFLICT MANAGEMENT IN THE WORKPLACE: A CASE 

STUDY IN TECHNICAL AND VOCATIONAL EDUCATION AND TRAINING IN 

MPUMALANGA PROVINCE 

       STUDENT No:  30632307  

       Contact No:   0722740676  

Email: dorrissmakamu@gmail.com 

       1302A Waterval Location, Elim 0960 

 

       25 September 2019 

Bonakele Amos Majuba 

Mpumalanga Department of Education 

Private Bag 11341, Nelspruit, 1200 

Tel: 013 766 5552 

Fax: 013 766 5577 

 

Dear Mr. Bonakele Amos Majuba 

I, Vusiwana Dorris Makamu, am doing research under the supervision of Dr Rapeta 

S.J (of the contact number: 012 429 6848 and email:rapetsj@unisa.ac.za) a lecturer 

in the Department of Educational Management and Leadership towards a Master of 

Education at the University of South Africa. We are inviting you to participate in a study 

entitled: Managing the causes of conflict in the workplace: A case study in a Technical 

and Vocational Education and Training in Mpumalanga Province. 

The main aim of this study is to identify the general causes of conflict management in 

selected TVET Colleges in the Mpumalanga province of South Africa. 

Your division has been chosen since it is reasonable and has TVET Colleges as 

research sites that can offer assistance to extricate the desired information required to 

reply the inquire about questions and point. The study will entail the selection of one 

TVET College from Gert Sibande Municipality in Mpumalanga Province. 7 participants 
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will be selected. 1 campus manager, 1 departmental head, 1 experienced education 

specialist, 1 not experienced education specialist, 2 experienced lecturers and 1 not 

experienced lecturer will be selected for an interview. The interview shall be semi-

structured in nature. 

The benefits of this study are to supply solutions required by partners (including 

campus manager, head of department, education specialists, directors, support staff 

and lecturers). This study will upgrade the commitment between conflict partners, 

working through the conflict with others joins together the conflict partners as they will 

bargain with the issue together. The study will permit constructive change to happen 

within the working environment to the managers, administrators, lecturers, Head of 

department and education specialist. 

Participants are risk free in the study. 

Participants will not be compensated in this research study. 

Feedback methods will entail giving the participants through electronic mails the 

summary of the research report and findings. 

Yours sincerely 

 

 

 

Vusiwana Dorris Makamu 

 

Researcher 
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C: Regional Office Request 

 

 

 

Request for permission to conduct research in Mpumalanga TVET Colleges. 

 

Title of research: CONFLICT MANAGEMENT IN THE WORKPLACE: A CASE 

STUDY IN TECHNICAL AND VOCATIONAL EDUCATION AND TRAINING 

C: COLLEGE IN MPUMALANGA PROVINCE 

 

       STUDENT No: 30632307 

       Contact No:     0722740676 

Email: dorrissmakamu@gmail.com 

       1302A Waterval Location, 

 

       25 September 2019 

 

Mr. N Balkrishen 

18A Beyers Naude street 

Standerton, 2430 

Tel: 071 712 9040 

 

Dear Mr. N. Balkrishen   

I, Vusiwana Dorris Makamu, am doing research under the supervision of Dr Rapeta 

S.J (of the contact number: 012 429 6848 and email:rapetsj@unisa.ac.za) a lecturer 

in the Department of Educational Management and Leadership towards a Master of 

Education at the University of South Africa. We are inviting you to participate in a study 

entitled: Managing the causes of conflict in the workplace: A case study in a Technical 

and Vocational Education and Training in Mpumalanga Province. 
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The main aim of this study is to identify the general causes of conflict management in 

selected TVET Colleges in the Mpumalanga province of South Africa. 

Your division has been selected because it is good and has TVET Colleges as 

research sites that can help to collect the required data needed to answer the research 

question and sub-questions. 

The study will entail the selection of one TVET College from Gert Sibande Municipality 

in Mpumalanga Province. 7 participants will be selected. 1 campus manager, 1 

departmental head, 1 experienced education specialist, 1 not experienced education 

specialist, 2 experienced lecturers and 1 not experienced lecturer will be selected for 

an interview. The interview shall be semi-structured in nature. 

The benefits of this study are to supply solutions required by partners (including 

campus manager, head of department, education specialists, directors, support staff 

and lecturers). This study will upgrade the commitment between conflict partners, 

working through the conflict with others joins together the conflict partners as they will 

bargain with the issue together. The study will permit constructive change to happen 

within the working environment to the managers, administrators, lecturers, Head of 

department and education specialist. 

Participants are risk free in the study. 

Participants will not be compensated in this research study. 

Feedback methods will entail giving the participants through electronic mails the 

summary of the research report and findings. 

Yours sincerely 

 

 

 

Vusiwana Dorris Makamu 

 

Researcher 
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 D: Participant Information Sheet  

 

25 September 2019 

I, Vusiwana Dorris Makamu, am doing research under the supervision of Dr Rapeta 

S.J (of the contact number: 012 429 6848 and emai:rapetsj@unisa.ac.za) a lecturer in 

the Department of Educational Management and Leadership towards a Master of 

Education at the University of South Africa. We are inviting you to participate in a study 

entitled: Conflict management in the workplace: A case study in a Technical and 

Vocational Education and Training in Mpumalanga Province. 

This study is expected to collect information that could help senior management team 

members and junior staff members in managing the causes of conflict in TVET 

Colleges in Mpumalanga Province. 

You are welcomed since of your availability and important encounter to provide 

important data concerning the research title, you too have the fundamental 

reasonableness that's required to inspire the desired data to satisfy the research aim 

and targets. I obtained your contact information from the Mpumalanga TVET Regional 

Office in Standerton. There are 07 participants from the TVET Colleges that are 

participating in this study. 

The study involves an audio taped semi-structured interviews. You will be asked to 

respond to semi structured open-ended questions on the above title. The interview will 

last approximately 30 minutes. 

Participation is deliberate and you're beneath no obligation to assent to participate. If 

you're willing to require portion, you'll be given this data sheet to keep and asked to 

sign a written assent frame. You're free to pull back at any time if you would like not to 

proceed. There are no known dangers or monetary compensation to you as a 

participant in this study. You've got the right to demand that your title stay obscure and 

your title will not be recorded anyplace, and no one, apart from the research will know 

approximately your organisation in this research. Your title will not be recorded 

anyplace and no one will be able to associate you to the answers you provide 

(anonymity). 
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Vusiwana Dorris Makamu 

 

Researcher   
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E: Consent/Assent to Participate in the Study (Return Slip) 

 

 

I………………………………………………………………., declare that the researcher 

asking my consent to take part in this research explained everything to me about the 

methods, advantages and even in-convenience of participation. 

I have read the information sheet and I understand the study. 

I had enough time to ask questions regarding the study and I am ready to take part. I 

will participate voluntarily and no one is forcing me to do so and that I am free to 

withdraw if I want to. 

I am informed that findings of this study will be processed into a research extend, diary 

publications and conference procedures. 

I accept that the participant may do the recording of the audio tape of the semi-

structured interview. 

I have obtained assigned duplicate of the educated assent agreement. 

……………..……………………………..…………………………        …………………… 

Name and Surname of participants  Signature     Date 

 

……………………………..…………………………………….….       …………………… 

Name and Surname of participants  Signature     Date 
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F: Interview Schedule for Junior Staff 

 

SEMI-STRUCTURED INTERVIEW QUESTIONS FOR RESEARCH PURPOSE 

ONLY 

Topic: Conflict management in the workplace: A case study in a Technical and 

Vocational Education and Training College in Mpumalanga province. 

1. What are conflict issues are being experienced in TVET Colleges? 

2. Who is responsible for managing conflict in TVET Colleges? 

3. Why does conflict need to be managed in TVET Colleges? 

4. How could these conflict issues in TVET Colleges be managed? 
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G: Interview Schedule for Senior Management 

 

SEMI-STRUCTURED INTERVIEW QUESTIONS FOR RESEARCH PURPOSE 

ONLY 

Topic: Conflict management in the workplace: A case study in a Technical and 

Vocational Education and Training College in Mpumalanga province. 

1. What are the major conflicts experienced in the campus? 

2. How could conflict be managed in different departments within the campus? 

3. Why is conflict management important in the workplace? 

4. How do you deal with conflict? 

5. What suggestions do you have for conflict management or resolution? 
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